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CHAPTER I
THE PLIGHT OF BLACK WOMEN IN EDUCATIONAL ADMINISTRATION
The subject of female administrators remains la rg e ly  unexplored. 
Studies that do e x is t ,  fo r  the most p a r t ,  borrow heavily  from management
and complex organizational research based on industry and government.
L i t t l e  is a c tu a lly  known about the successful management behaviors of 
women in general; even less is published about Black females in  
positions of academic adm in is tra tive  leadership. Thus, the opportunity  
to study such Black female administrators in numbers and context s im ilar
to males is s t i l l  l im ite d .
Equally constrained are the research concepts and questions being 
applied. Much of the research today is focused upon t r a i t s  and s ty les ,  
while l i t t l e  has been done to analyze the structures which a rise  and 
operate fo r  female administrators in higher education. Success or the 
lack of success in a tta in in g  adm inistrative positions must also be 
examined in conjunction with the search fo r  successful management 
behaviors.
Statement of the Issues
Researchers today frequently  address four s p ec if ic  factors  when 
attempting to provide a ra tiona le  fo r  why women are underrepresented or 
unsuccessful in adm in is tra tive  positions. They include the fo llowing:
1
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1. Trad itional female charac te r is tics  make i t  impossible fo r  women 
to be e f fe c t iv e .
2. Sex-role stereotyp ical a tt i tu d es  cause discrim inatory behavior.
3. The organ ization 's  structure and norms form a b a rr ie r  to  
securing entry and advancement of women (Donnell & H a l l ,  1980; Hennig & 
Jardim, 1977; Kanter, 1985; Larwood, Wood & In d e r l ie d ,  1978; M i l l e r ,
King & P iz z in i ,  1979; Petty & Lee, 1978; Rice, Bender & V ette rs , 1980; 
Rosser, 1980; Weber, Feldman & Poling, 1981).
4. The element of race very often teams with sexism to  produce 
what is  known as the "double-whammy," a term coined by Epstein (1973) 
when re fe rr in g  to  the double ascribed m inority  status of Black 
professional women.
Even though Black professional women have been concentrated in the 
f ie ld s  o f education and social science, s ta t is t ic s  from the 1978 
Chronicle of Higher Education survey of u n ivers ity  administrators  
documented th e i r  sca rc ity  in management (M iddleton, 1978). I t  noted 
that less than 1% of 7,000 positions at the level of dean and above were 
held by m inority  women. Black female administrators not only share the 
problems experienced by women in general. In a d d it io n , they frequently  
confront cu ltu ra l b a rr ie rs  which include being the "nigger expert,"  
is o la t io n ,  deprivation h is to ry ,  and lack of support from Black males 
(Campbell, 1984; C a r ro l l ,  1982; Davis & Watson, 1982; Fernandez, 1981; 
Henry, 1981; Mosley, 1980; Paussaint, 1974; Smythe, 1976).
There is  also a sca rc ity  of research on Black females in higher 
education administration (Shivers , 1985). In order fo r  any research to
r ~   ..................... ....
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thoroughly review the scant material which ex is ts  on th is  subject, a 
cross reference must ensue, because Black females are s t a t i s t i c a l l y  
lumped under the broad headings of women, m inority  or Black. This can 
contribute to an omission o f pertinen t data .
To help obscure matters even more, the term Black woman changed 
throughout the l i t e r a t u r e ,  depending upon the time period addressed. 
Prior to 1967, most l i t e r a t u r e  u t i l i z e d  the heading "Negro." A fter  
1967, the heading changes to  "Afro-American" or "Black."
Moore and W o ll i tz e r  (1979) stated that "research on women in  
academic adm in istration is  remarkably sparse, undoubtedly owing to  both 
the re la t iv e  s carc ity  of such women and the short time span since 
research awareness has turned to th is  sector o f academia" (p .  65 ) .
Moore and Wagstaff (1974) stated th a t Black women in academia continues 
to  be an area of research "v ictim ized by scholarly  neglect" (p .  161).
This scarc ity  o f research alone perhaps valida tes  the need for  
conducting both q u a l i t a t iv e  and q u a n tita t iv e  studes re la ted  to Black 
females in higher education adm in istra tion .
Objectives of the Study
The objectives of th is  study are to :
1. Explore how Black females in  higher education adm in istration  
acquired th e i r  positions and to what extent these women charted th e i r  
own career maps.
2. Id e n t ify  the demographic p ro f i le s  of Black female 
administrators according to  education, age, professional experience, and 
level of pos it ion .
r
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3. Explore what ro le ,  I f  any, in te rn a l/o rg a n iza t io n a l p o l i t ic s  
plays in the acqu is it ion  and maintenance o f Black female adm inistrative  
positions.
4. Document the successful management behaviors and strateg ies  
common to Black female administrators in higher education.
5. Determine how Black female administrators in  higher education 
view themselves in terms of professional success and fu ture  career 
objectives and asp ira t io n s .
Significance of the Study
Findings from th is  research w i l l  provide a description o f the 
current status of Black female administrators in higher education. 
Exploration of the management s trateg ies and behaviors used by these 
Black female adm inistrators may o ffe r  c rea tive  a l te rn a t iv e s  for  
increasing the successful p a rt ic ip a t io n  of Black females in th is  f i e ld .  
This research might also provide data fo r  fu ture  research on the topic  
of leadership.
Delim itation
The setting  o f the research is l im ited  to 36 in s t i tu t io n s  of higher 
education located throughout C a l ifo rn ia .  The 36 in s t i tu t io n s  included 
the C a lifo rn ia  Un ivers ity  system, the U nivers ity  of C a lifo rn ia  system as 
well as seven p r iva te  colleges and u n iv e rs it ie s .
The research is  l im ited  to 20 subjects who were id e n t i f ie d  by t i t l e  
through the o f f ic e  of a f f irm a t iv e  action on each campus and networking 
with known subjects. The generalization  o f the study is  immediately 
suspect, p r im ari ly  due to the small number of subjects in the sample.
F "
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
5
S ta t is t ic a l  genera lization  cannot be made.
The r e l i a b i l i t y  and va lida tion  of the taped recorded interviews may 
also be a l im it in g  fa c to r .  The s e lf - re p o rt in g  method of data co llec tion  
is  frequently  challenged on the basis o f  tru thfu lness and poor potentia l  
to  rep lica te  the f ind ings .
This study is  also lim ited  by the lack of a c lea r  th eore tica l  
framework fo r  which to  study the successful management behaviors of  
Black females in higher education. There are no theories to t e s t ,  
compare or expand upon. Amodeo (1985) concluded th a t "Nowhere is  th is  
admission more obvious than in the f ie ld  of educational administration"  
(p . 4 ) .
D e fin it io n  of Terms
The following d e f in it io n s  help to c la r i f y  and l im i t  the scope of 
th is  study.
1. Higher education includes both two-year and four-year colleges  
and u n ivers it ies  o ffe r in g  programs of studies leading to an associate  
a r t ' s ,  bacculaureate, m aster's , and/or doctoral degree.
2. Administrators in higher education w i l l  include the  
president/chancellor, vice president/v ice  chancellor, provost, academic 
dean, d ire c to r ,  and the assistant or associates of the aforementioned 
t i t l e s .
3. Black women include females of Negroid ancestry descending from 
the African branch o f the Black race.
4. Success as i t  re la tes  to  th is  study is  to  be defined by the 
educational in s t i tu t io n .  Successful management behaviors encompass the
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e f fe c t iv e  performance of three general categories proposed by Mintzberg 
(1973): interpersonal s k i l l s ,  information processing, and decision 
making. Success is  also defined by the partic ipants  themselves. The 
research measured success among the partic ipants  by looking fo r  
competitive s p i r i t ,  pos it ive  r is k - ta k in g ,  lo y a l ty  to  the organization,  
power through job p o s it io n , a b i l i t y  to accomplish more and decide fa s te r  
than others, and contribution to society.
5. In te rn a l/o rg an iza t io n a l p o l i t ic s  is  defined as p o l i t ic a l  in the 
sense that the a c t iv i t y  from which the outcomes emerge is  best 
characterized as bargaining among regularized c irc u i ts  among individual  
members of the organization (A l l is o n ,  1969).
f     ....... .............................. .
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CHAPTER II
REVIEW OF THE LITERATURE
This review is  organized to discuss the l i t e r a t u r e  on the status of  
women and female adm inistrators in general, the underrepresenation of 
Black female adm in is tra tors , and the successful managment behaviors of 
Black female administrators in higher education.
Female Administrators
The l i t e r a t u r e  on the status of women over the past two decades has 
changed dram atica lly  to  r e f le c t  the increase in numbers of women 
employed in higher educaton. Although 51% of students enrolled in 
colleges and u n iv e rs it ie s  are women, the percentage o f women in the 
higher levels  of adm inistration remains dismal. Less than 5% of a l l  
college and u n ivers ity  presidents are women; only 16% of high level 
u nivers ity  adm inistrators are women; and only 26% o f  u n ivers ity  fa cu lty  
are women (Fisher & H a l l ,  1981, p. 2 ) .
A more recent a r t i c l e  in the Chronicle of Higher Education 
discussed the status of women in higher education. Despite the increase 
in numbers in adm in is tra tive  ranks, about 90% of the country's students 
attend in s t i tu t io n s  where the three top adm in is tra tive  posts, i . e . ,  
president, ch ie f  academic o f f ic e r ,  and dean, are held by men (Sandler, 
1984). A d d it io n a l ly ,  the salaries  of women remain lower than men. This 
ex is ts  at every age, at every degree le v e l ,  in  every f i e l d ,  and in every
7
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type of in s t i tu t io n .  Women academicians earn approximately 85% of the 
salary earned by th e i r  male counterparts.
In general, the studies on women conclude th a t :
1. Most women in higher education occupy middle and low level  
posts, which ra re ly  lead to  top academic positions;
2. When women are found in postsecondary in s t i tu t io n s ,  they tend
to be concentrated in those f ie ld s  t r a d t io n a l ly  occupied by women
( i . e . ,  social work, nursing, support serv ices);
3. The more prestig ious the in s t i tu t io n ,  the fewer women are 
present;
4. The highest percentage of women in top leve l positons are found 
in pr iva te  women's co lleges.
Kanter (1977) contends th a t "groups with varying proportions of 
people of d i f fe r e n t  social types d i f f e r  q u a l i t a t iv e ly  in dynamics and 
process" (p . 965 ).  People who are numerically dominant control the 
group and i t s  c u l tu re .  The small number of other types are called  
"tokens" because "they are often trea ted  as representatives of th e ir  
category, as symbols ra ther than individuals" (p . 966). Women often  
f ind  themselves as tokens in adm in is tra tion . Tokens are more v is ib le  
because of th e i r  d if fe re n ce  and are frequently  given lo y a l ty  te s ts .
"For token women, the price  of being one o f the boys is  a willingness to  
turn occasionally against the g ir ls "  (p . 979). Kanter concluded that  
r e la t iv e  numbers are important in shaping outcomes fo r  disadvantaged 
in d iv id u a ls .  Women need to  be included in s u f f ic ie n t  numbers in the 
organization to  counteract the e ffec ts  of tokenism.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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The old boys' network is  prevalent in educational in s t i tu t io n s .  
According to Rosser (1980 ),  "women miss out on superintendencies because 
they are not part o f  the national network which recommends most of the 
people fo r  the top jo b s , espec ia lly  in the la rg e r  school d is t r ic ts "  (p. 
32) . However, her suggestions to become more v is ib le  in order to gain 
more information does not solve the problem, in l ig h t  of what Kanter 
said about the v i s i b i l i t y  o f  tokens. High v i s i b i l i t y  places much 
pressure on the token to  perform.
In general, Black females are faced with the same three major' 
factors  used to explain the underrepresentation of a l l  women in higher 
education adm in is tra tion . Organizational barr ie rs  to women's entry and 
promotion w ith in  the organization are formed by sex-role stereotypes. 
Sex-typed c h arac te r is t ics  o f men and women are a resu lt  o f years of 
s o c ia l iza t io n  based upon a tt itu d es  and b e l ie fs .  Women, in tu rn ,  
in te rn a l iz e  these b e l ie fs ,  which d ire c t ly  a f fec ts  th e i r  behavior. 
"Discrimination does e x is t ,  and i t  exists because of the b e l ie f  tha t men 
and women have d i f fe r e n t  sex-ro le  ch arac te r is t ics  and th a t  the 
charac te r is tics  o f  women render them incapable of holding leadership  
positions" (Dohrmann, 1982, p. 43).
Thus, there appears to  be three major b a rr ie rs  to  women seeking 
adm in istrative  positions: sex-ro le  stereotypical a t t i tu d e s ,  
organizational b a r r ie r s ,  and women in te rn a l iz in g  t ra d i t io n a l  female 
behaviors.
Black Female Administrators
Recently, scholars and researchers have acknowledged the need to
-
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explore the l ive s  of Black women. Smith (1982) noted th a t  "the lack of  
data on professional Black women in higher education is  symptomatic also 
of th e i r  status in the nation . . .considered too few in number to  
warrant a separate c e l l  in s t a t is t ic a l  tables" (p . 318). However, Black 
females continue to  make contributions to education, even though they 
are concentrated in the lower policy making positions where they carry  
out policy as distinguished from making i t .
The underrepresentation of Black females in higher education has 
been summarized best by Mosley (1980), who stated th a t  Black female 
administrators a re ,  fo r  the most p a r t ,  " in v is ib le  beings" (p . 306).
This statement is  also supported by a minimally f r u i t f u l  computerized 
search of the l i t e r a t u r e .  P rio r to  1985, there were no d isserta tions  
re lated to Black female administrators in higher education. As of th is  
date, there are only three d isserta tions  known to th is  researcher. All 
three were published in 1985.
One d isserta t io n  focused upon the roles and perceptions of Black 
administrators in predominantly white in s t i tu t io n s  of higher education 
in the New England area (N o rv e l l ,  1985). Another focused on four 
aspects of perceived influences of sex and race d iscrim ination  and 
a ff irm a tiv e  action on Black female adm inistrators in C a l ifo rn ia  
community colleges (Shivers , 1985). The f in a l  d is s e rta t io n  gave an 
in -depth , an a ly t ic a l  description of the career development o f ten Black 
female adm inistrators in academia and analyzed the degree to  which a 
mentor had an impact upon t h e i r  careers (Lewis, 1985). None 
s p e c if ic a l ly  addressed the issue of successful behaviors o f  Black female
(T---------------------------------  '
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
11
administrators in higher education, although both Lewis and Shivers 
provided some background th a t w i l l  be useful to  th is  study.
A book of t h i r t y  readings e n t i t le d  Women in Educational 
Administration (Berry , 1979) does not once address the concerns of Black 
women, nor even the broader issue o f m inority  women. A review o f  
contemporary works on women in higher education has id e n t i f ie d  only a 
small number o f  studies l is te d  under the heading of m inority  women, and 
only one study (A1person, 1975) d e a lt  w ith the issue o f  m inorit ies  in 
academia.
Doughty's (1980) chapter in Women and Educational Leadership is  
devoted to  the "Black Female Administrator: Women in a Double Bind."
The chapter appropriate ly  begins with the famous poem from Langston 
Hughes t i t l e d  L ife  For [Her] A in 't  Been No Crystal S ta ir  (Doughty, 1980, 
p. 165). Doughty acknowledged th a t  Black females embody two negative  
statuses at the same tim e. Being Black and female presents a certa in  
tex tu re  of l i f e  fo r  the Black female adm in is tra to r . Doughty found that  
Black female administrators are: ra re ly  found to  be high school 
princ ipa ls  or superintendents; are usually  o lder when assuming th e i r  
f i r s t  adm in is tra tive  positions; have substantial experience and 
education; tend to  be nonmobile or place bound; and have healthy,  
pos itive  s e l f  perceptions in sp ite  of the system and the pathological 
l i t e r a t u r e  (pp. 167-169).
I t  is  popular to believe th a t  because Black women s a t is fy  two 
c r i t e r i a ,  race and sex, they have a corner on the employment market. I f  
th a t were the case, Doughty asks, why are there  so few v is ib le  Black
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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women? Some of the problems noted by Doughty include: ro le  is o la t io n ;  
div ide and conquer ta c t ic s ;  d a i ly  challenges o f s e l f  perception /;  and 
the need fo r  a s ig n if ic a n t  o ther. A supportive o u t le t  was found to be 
essential fo r  survival (p . 173).
The theme o f is o la t io n  is  repeatedly acknowledged in the  l i t e r a tu r e  
on Black women (Campbell, 1984; C a r ro l l ,  1982; Lerner, 1972; Mosley, 
1980). Perhaps the most apparent cause of th is  is o la t io n  is  due 
p rim arily  to a lack of numbers. Tobin (1981) noted that "the m ajority  
of highly educated Black women are employed in Black colleges and 
u n iv e rs it ie s ,  with education being the leading f i e ld  of concentration" 
(p . 31). In his study of Black female Ph.D.s, Tobin stated th a t  "there  
are few models to  help estab lish  the doctorate as a v is ib le  goal to be 
sought a f te r  by young Black women as they plan and l i v e  t h e i r  l ives"
(p. 1 ) .  Even the academic community, "without even a ra t io n a le  or 
in te l le c tu a l  defense, has permitted the educational involvement and 
contribution of Black females in higher education to  go almost wholly 
unexplored" (p . 4 ) .  Both contribute to the scarc ity  o f  Black females in 
higher adm in is tra tion . Conquering the double d iscrim ination  of sexism 
and racism is seen as paramount to the successful career development of 
Black female adm in is tra tors .
Touchton (1984) stated th a t  in 1983 there were only 22 m inority  
women who held a c h ie f  executive o f f ic e r  position in higher 
education--the college or u n ivers ity  president. The breakdown included: 
ten Black, ten Hispanic, one Asian P a c if ic ,  and one Native American 
woman. Touchton noted th a t  m inority  women comprise 9% of a l l  women
f —  -- - - -  -
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presidents, head smaller in s t i tu t io n s  than do women in general, and are 
more frequently  appointed to  two-year, ra ther than four-year,  
in s t i tu t io n s .
S ta t is t ic s  from the 1980-81 Accredited In s t i tu t io n s  of 
Postsecondary Education were used to report the increase in women ch ie f  
executive o f f ic e rs  in colleges and u n iv e rs it ies  from 148 to  219, an 
increase of 71 o f f ic e rs  or 33% over a f iv e  year period. The ethnic  
breakdown of the o f f ic e rs  was not given. As Hoskins (1978) reaffirm ed,  
"the task o f find ing  and id en tify in g  Black female administrators at 
white colleges and u n iv ers it ies  is  d i f f i c u l t  at best" (p . 1 ) .  However, 
a tim ely  a r t i c l e  in the February, 1986 issue of Ebony id e n t i f ie d  14 
Black female college presidents located throughout the United States. 
Four of the 14 presidents are located w ith in  C a l ifo rn ia .  By f a r ,  the  
m ajority  exis ts  in colleges along the east coast.
DeJoie (1977) also wrote about the a lie n a t io n  of Black females in  
white academia. She noted that Black females are "saddled with the  
additional d is t in c t io n  of being a member o f a t r a d i t io n a l ly  perceived 
in fe r io r  race. . ." (p . 4 ) ,  and "Black women cannot separate th e ir  
femaleness from th e i r  blackness" (p . 12) . Hoskin (1978) found that "the 
fu ture  of Black women administrators a t land grant in s t i tu t io n s  looks 
even poorer when one considers th a t they are less than 3% at these 
in s t i tu t io n s "  (p . 97 ) .
The scarc ity  o f  Black females in higher education administration is 
again re v is ite d  by Williams (1986). In her study, "A P ro f i le  of Black 
Female Administrators at a Large Urban Public Un ivers ity ,"  she concluded
F ~    ........   ~  ' ' '................................ ...............................................
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th a t  Black, Asian, P a c i f ic ,  Hispanic, and Native American women are not 
equally represented among ch ie f  executive o ff ic e rs  although t h e i r  
numbers are growing.
Williams found th a t  the Black female administrators represented in 
her sample were young women in th e i r  la te  t h i r t i e s  or e a r ly  fo r t ie s  
t r a d i t io n a l ly  educated at predominately white in s t i tu t io n s ,  both married 
and single with perhaps one c h i ld .  They perceived themselves as being 
adm in istrative  team players and chose t h e i r  mentors not on the basis of 
gender or race but ra ther on the basis o f th e i r  a b i l i t y  to "help devise 
stra teg ies  fo r  job success" (p . 7 ) .
She concludes th a t  the "data y ie ld  evidence of a r ich pool o f  young 
ta lented  women who have much to o f fe r  academe" (p. 2 ) .
Successful Management Behaviors 
The l i t e r a t u r e  on Black female administrators in higher education 
is  indeed l im ite d .  Consequently, l i t t l e  is  known about t h e i r  career 
development, successful management s tra teg ie s , and locations w ith in  
white academic colleges and u n iv e rs i t ie s .  A few studies, however, have 
been done, and a review of those research e f fo r ts  fo llow s.
Alexander and Scott (1983) conducted in-depth interviews with  
39 Black female adm inistrators in predominantly white in s t i tu t io n s  of  
higher education. Their goal was to  id e n t i fy  s tra teg ies  fo r  personal 
positional power. They agreed th a t  Black female administrators must:
1. Learn and understand the organizational cu lture  (acceptable and 
nonacceptable behavior and p ra c t ic e ):
(T
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2. Develop impeccable interpersonal and technical s k i l l s ;
3. Learn what standard of performance is  expected by t h e i r  bosses 
and meet those expectations;
4. Develop and mature t h e i r  own se lf-conf idence , c ited  as key to  
personal and career success;
5. Develop a cadre o f supporters both inside and outside th e i r  
departments and the u n iv e rs ity .
Of the 39 female administrators studied, a l l  reported varying, 
experiences in  which racism, as well as sexism, posed threats  to th e i r  
career progression. Once again, the a b i l i t y  to deal successfully with  
the double whammy was crucia l to  the Black woman's career. They noted 
th a t  resolution of c o n f l ic ts ,  whether they were in te rna l or e x te rn a l,  
hinged upon developing a po s it ive  a t t i tu d e  about themselves and the 
s itu a t io n .  Many stated th a t they learned and studied the p o l i t ic s  of 
the power s tructure  and became adept a t id e n t i fy in g  p o l i t i c a l l y  
motivated behaviors and those based so le ly  on race or sex. In add ition ,  
the following suggestions were most frequently  given by the female 
adm in is tra tors :
1. Develop f l e x i b i l i t y  and consistency of behavior;
2. Pay a tte n t io n  to  nonverbal messages conveyed by body language;
3. Learn to  emulate p os it ive  behaviors in people who wielded power
and influence;
4. Develop a s ty le  of dress appropriate to  s ta tus .
All 39 women consis tently  reported some s ig n if ic a n t  other person as 
contributing to  t h e i r  personal or career development. The s ig n if ic a n t
F—  '
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other was ty p ic a l ly  e i th e r  a m in is te r ,  mother, or another Black 
professional woman or man, or someone with whom they id e n t i f ie d  through 
the media or other in d ire c t  association . Mentor re lationships  were 
c r i t ic a l  in th e i r  career development. However, to the extent th a t they 
had mentors, they were not the t ra d i t io n a l  ones, such as colleagues.
Alexander and Scott (1983) noted th a t "women who make i t  to the top 
of the professional hierarchy o f management are unique and can 
contribute much to the professions they represent, because they are a 
valuable untapped resource" (p . 20 ) .  Based upon th e i r  f in d in g s , these 
researchers have developed a career management model fo r  Black females 
which focuses on f iv e  major fac tors :
1. A tt itude : conforming to  the organizational cu ltu re ;
2. Image: circumspect demeanor and dress;
3. Competence: technical and interpersonal;
4. Career mapping: c le a r ly  outlined career path;
5. Contacts: u t i l i z in g  people w ith in  and outside the in s t i tu t io n  
(p. 21).
Contacts are most important fo r  Black females in th a t  the "informed 
networks which are important to  career advancement are most c r ip p lin g  to  
Black women" (p . 4 ) .  They, th e re fo re ,  cannot re ly  on the old boys' 
network to provide them assistance.
Shivers (1985) studied 79 Black female administrators in the 106 
community colleges in the s ta te  of C a lifo rn ia  during the 1984-85 
academic year. Once again, a l l  o f the women surveyed experienced 
discrim ination based upon both racism and sexism. These adminstrators
r
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also f e l t  tha t overcoming the burden of the double whammy was paramount 
to  a successful career. Based upon her research, Shivers believed that  
successful Black female administrators must have the following:  
communication s k i l l s ,  self-confidence, decision making s k i l l s ,  
organizational a b i l i t y ,  f l e x i b i l i t y ,  in te l l ig e n c e ,  and interpersonal 
s k i l l s .  She also noted th a t f is ca l management, s k i l ls  in in s t i tu t io n a l  
planning, personnel management, group dynamics, and knowledge of 
educational issues a l l  contribute to and enhance the management s k i l ls  
o f these adm in istrators .
In her q u a l i ta t iv e  study, Lewis (1985) interviewed ten subjects who 
supported the fo llowing generic proposition.
1. Black females need to become more informed about the career
development process as well as the choice and control they have over the
d irec tio n  and focus i t  can take.
2. Black females need to  understand themselves more f u l ly  through
an awareness o f l i f e  stages and developmental tasks. Understanding how
these l i f e  stage issues in te rsec t w ith ,  and often impinge, on career  
issues tha t w i l l  ass is t the administrator to make b e tte r  career choices.
3. Black females need to c u l t iv a te  m u ltip le  support relationships  
from which they can receive mentoring functions ra ther than seek or 
expect an a l l  purpose mentor.
4 . Networking with other women, s p e c if ic a l ly  Black women, can 
provide Black females with the understanding, coping s tra teg ies  and 
v i t a l i t y  needed to function e f fe c t iv e ly  (p . 147).
S im ilar themes also appear here. These administrators agreed that
 ........
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success in higher education leadership roles is  enhanced by m ultip le  
support re la t io n s h ip s --b e tte r  known as mentors--and th a t developing 
networks is  important to career advancement.
Williams (1985) found in her study e n t i t le d  "Surviving  
Double Jeopardy in Academe: M inority  Female Administrators at  
Predominately White Universities" th a t  "most black female administrators  
at White colleges served in some role re la ted  to  m inority  students."
She noted th a t  even though the in s t i tu t io n s  th a t employed these women 
had large enrollments of Black students, "few held decision-making 
positions" (p . 1 ) .
Williams id e n t i f ie d  four spec if ic  behaviors which w i l l  help 
m inority  women be successful in th e i r  career development a t  white 
in s t i tu t io n s .  They include (1) obtaining the doctorate; (2 ) achieving 
tenure before accepting an assistant leve l adm in istrative  pos it ion; (3) 
gaining experience in h ir in g ,  f i r i n g ,  and budgets; and (4 ) serving on 
committees and taking part in a c t iv i t i e s  o f professional organizations  
(p . 11). The author ended her l i s t  by s ta ting  th a t "m inority  women 
should begin to network with non-minority women and become th e i r  natural 
a l l ie s "  (p . 11).
F in a l ly ,  Amodeo (1985) has noted th a t  " fu r th er  research is  needed 
on differences in career paths of Hispanic and Black administrators"
(p . 14).
¥    ...........
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Summary
All o f the l i t e r a t u r e  reviewed suggests th a t the major behavior to  
be mastered by successful Black female administrators encompasses the  
issues of the double whammy, sexism and racism. Although women 
represent 40% o f the labor fo rc e , they occupy only 4% of the high level  
adm in istra tive  positions in the m a jor ity  organizations. Black women can 
account fo r  only 1% or less of th a t t o t a l .
In general, the l i t e r a t u r e  concludes th a t successful female 
adm inistrators are those who have obtained th e i r  doctoral degrees and 
are described as committed, independent, dominant, a c t iv e ,  adventurous, 
s e n s it iv e ,  secure, and s e lf -c o n f id e n t .
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CHAPTER III
METHODOLOGY
This investigation  does not seek to v e r i fy  any given theory or set 
of p r io r  assumptions; ra th e r, i t  seeks to  discover the r e a l i t y  of  
successful management among Black female administrators in higher 
education.
As stated e a r l i e r ,  the main purpose of th is  research is  to  id e n t i fy  
the successful s tra teg ies  and behaviors used by Black female 
adm inistrators to  acquire and maintain t h e i r  positions in higher 
education.
Q u a lita t iv e  Research
A q u a l i ta t iv e  approach is  appropriate fo r  th is  study, considering 
the top ic  and current research on Black females. The method selected 
fo r  th is  study is  known as the constant comparative method of analysis.
Glaser and Strauss (1967) described the method in four stages: (1)
comparing incidents applicable to  each category; (2 ) in tegra ting  
categories and th e i r  properties; (3) delim ited the theory; and (4) 
w rit in g  the theory (p . 105). This method is  a s p ec if ic  form of 
q u a l i ta t iv e  analys is , which requires th a t  the researcher c o l le c t ,  code,
20
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and analyze data in one continuous, in tegrated process, rather than as 
three separate procedures. I t  is  concerned with categories tha t  
describe general phenomena.
P i lo t  Study
A p i lo t  study was i n i t i a l l y  conducted with three Black female 
administrators in Southern C a lifo rn ia  community co lleges. These 
interviews helped to c la r i f y  and re f in e  the instruments used in the 
in terv iew  process. The use of a formalized instrument enhanced the 
in te rv iew er 's  a b i l i t y  to  c o l le c t  and analyze the data in an unbiased 
manner.
For example, the question re lated to  racism and sexism was 
rew ritten  so as not to  s ta te ,  but only assume the potentia l fo r  the  
existence of racia l or sex ist practice  w ith in  our in s t i tu t io n s  of higher 
education. Six questions addressing the adm in is tra to r 's  fam ily  l i f e  
were deleted as the p i lo t  group f e l t  th a t  th is  area was too often probed 
and already well documented. In a d d it io n , a few minor revisions were 
made in the demographic questionnaire as a re su lt  o f the input provided 
during the p i lo t  study.
Instrumentation
The in ves tig a to r  developed a semi-structured in terv iew  form and 
questionnaire which were used fo r  a l l  in d iv id u a l ly  interviewed  
p a rt ic ip a n ts .  The instruments were used to probe fo r  the following  
information:
1. How Black female administrators in higher education acquired 
th e i r  current positions.
c— ........
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2. A typ ica l demographic p ro f i le  of the administrator and the 
in s t i tu t io n  in which she worked.
3. The ro le  of in terna l and external organizational p o l i t ic s  in 
postsecondary in s t i tu t io n s .
4. The successful management behaviors and strateg ies the 
administrators commonly used.
5. The adm inistrators ' views on professional success and future  
aspi ra tions.
Miles and Huberman (1984) made the following arguments in support 
of p r io r  instrumentation in q u a l i ta t iv e  research.
1. I f  you know what you are a f t e r ,  there is no reason not to plan
out in advance how to c o l le c t  the information.
2. I f  in terv iew  schedules or observation schedules are not
focused, too much superfluous information w i l l  be co llec ted . Data
overload w i l l  then compromise the e ff ic ie n c y  and power of the analysis .
3. Using the same instruments used in p r io r  studies is  the only 
way we can converse across the studies. Otherwise, the work w i l l  be 
noncomparable, except in an overly g loba l,  meta-analytic  form. So we 
need common instruments to  build theory, to  improve pred ictions , and to  
make recommendations about p ract ice .
4. A biased or uninformed researcher is going to  ask p a r t ia l  
questions, take se lective  notes, make unre liab le  observations and skew 
the information records . . . .  Using validated instruments and using 
them as they are designed, is  the best guarantee of dependable and 
meaningful findings (pp. 42-43 ).
r




The sample population in th is  inves tiga tion  included 19 Black 
female administrators throughout the State o f C a l ifo rn ia  who consented 
to p a r t ic ip a te  in th is  study and held one of the fo llowing positions:
1. President/Chancel! or
2. Vice president/V ice  chancellor
3. Provost -  ass istant or associate
4. Academic dean - ass istant or associate
5. D irector
The adm inistrators worked in  two-year and four-year colleges and 
u n iv e rs it ie s  which were not a f f i l i a t e d  with a church.
Some church-related in s t i tu t io n s  t r a d i t io n a l ly  have a large number 
of female adm in istra tors . This is  due to the selection of candidates 
who are normally members o f a re lig io u s  order a f f i l i a t e d  with the 
in s t i t u t io n .  This group represents a very biased sample.
Method o f Obtaining Sample
For th is  in v e s t ig a t io n ,  the part ic ip an ts  were obtained by re fe rra l  
and networking methods. The names of potentia l candidates were secured 
by contacting the a f f irm a t iv e  action o f f ic e r  a t  the 35 colleges and 
u n iv e rs it ie s  surveyed by the researcher.
The 35 colleges and u n iv e rs it ies  included the 20 in s t i tu t io n s  which 
comprise the C a l ifo rn ia  State University  system: B akers fie ld , Calexico, 
Chico, Dominguez H i l l s ,  Fresno, F u lle r to n , Hayward, Humboldt, Long
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Beach, Los Angeles, Northridge, Pomona, Sacramento, San Bernardino, San 
Diego, San Francisco, San Jose, San Luis Obispo, Sonoma, and Stanislaus.  
Nine in s t i tu t io n s  th a t comprise the U nivers ity  o f  C a lifo rn ia  system 
included: Berkeley, Davis, I r v in e ,  Los Angeles, R ivers ide, San Diego,
San Francisco, Santa Barbara, and Santa Cruz. Three p rivate  
in s t i tu t io n s  were included: National U n ivers ity ,  Stanford U n ivers ity ,  
and the University  o f  Southern C a l i fo r n ia .  There were three pub lic ,  
two-year colleges included: American River College, M err it  College, and 
Saddleback College.
The networking methods used to obtain the sample fo r  th is  study 
began with names provided by the part ic ip an ts  in the p i lo t  study. 
Telephone contact was made with those ind iv idua ls  who, in tu rn ,  provided 
additional leads.
A s p in -o ff  e f fe c t  of the i n i t i a l  phone c a l ls  was the inclusion of  
other potentia l candidates in the l i s t .  Many o f the potentia l  
candidates had e ith e r  personal or professional knowledge of at leas t one 
other Black female adm in istra tor.
As the names were acquired, they were matched against the l i s t  of 
colleges and u n ivers it ies  to be canvassed. The t i t l e  and status of each 
person was checked with the a f f i rm a t iv e  action o f f ic e r  at each campus, 
who also provided additional names.
The a ff irm a tive  action development and tra in in g  coordinator at 
C a lifo rn ia  State U n ivers ity , Los Angeles, was espec ia lly  helpful in 
encouraging Black female administrators on th a t  campus to p a r t ic ip a te  in 
th is  study. In re tu rn , the program d ire c to r  requested th a t a copy of
r ~  " ' .........  .......................
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th is  study be made a va ilab le  to the CSU system.
Method of Contacting Sample
I n i t i a l  l e t t e r . A fte r  a f in a l  l i s t  of names was compiled, each 
person was sent a l e t t e r  requesting her p a rt ic ip a tio n  (see Appendix A).  
The le t t e r  had three purposes: (1) to b r ie f ly  desribe the scope and 
significance of th is  in v es t ig a t io n ;  (2 ) to introduce the inves tig a to r  
and to state  the in v e s t ig a to r 's  in te n t  to secure the adm in is tra to r 's  
p a r t ic ip a t io n ;  and (3) to  a le r t  the adm inistrator of the in v e s t ig a to r 's  
in ten t to contact her by phone.
I n i t i a l  c a l l s . One week following the mailing of the i n i t i a l  
l e t t e r ,  the inves tiga tor  ca lled  each of the potentia l p a r t ic ip a n ts .  The 
c a l ls  had two purposes: (1) to  secure the p a rt ic ip a tio n  o f  the 
administrator in th is  in ves tig a tio n  by obtaining phone consent; and (2) 
to  set up a spec if ic  time fo r  an in te rv iew .
Confirmation c a l l . Each p a rt ic ip a n t was called on the day o f her 
scheduled in terv iew  to  confirm the meeting. Some of the interviews were 
cancelled and rescheduled based upon the adm in istra tor's  p r i o r i t i e s .
Data Collection
Interviews
The interview  technique was used as the primary method o f data  
gathering fo r  th is  in v e s t ig a t io n .  The interview  is  a method th a t  has 
been u t i l i z e d  by a number o f social theoris ts  and can provide in-depth  
information about the p a r t ic ip a n ts .  Patton (1980) wrote th a t  
"q u a l ita t iv e  interview ing provides a framework within which respondents
F..............................
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can express th e i r  own understanding in th e i r  own terms" (p . 205). The 
major underlying assumption of a l l  open-ended interview ing is  tha t the 
perceptions of the person under study are meaningful, knowledgeable, and 
can be made e x p l ic i t  (Patton, 1980, p. 196).
The interviews were semi-structured. Specific  questions were 
framed from cues found in the l i t e ra tu r e  (Appendix B). During the 
in te rv iew , the researcher asked the respondents to  complete the  
Demographic Data Questionnaire th a t asked them to  re ca ll  personal and 
in s t i tu t io n a l  data (Appendix C). Prior to  the s ta r t  o f the in terv iew ,  
the respondent was asked to  read and sign the informed consent form 
(Appendix D). The in terv iew  with each adm in istrator began with the 
following points: (1) a statement of appreciation fo r  the  
adm in is tra tor 's  p a r t ic ip a t io n ;  (2) an overview o f the purpose and scope 
of th is  in ves tiga tion ; (3) a b r ie f  statement o f the in v es t ig a to r 's  
background and in te n t ;  and (4) an assurance of c o n f id e n t ia l i ty .  The 
order of the questions remained consistent throughout the interview  
process. The open-ended format allowed the respondents to elaborate and 
expand on th e i r  responses.
Interview  Circumstances
The interviews were conducted over a s ix  month period from October, 
1986 to March, 1987. The interviews took place during regular working 
hours and occurred in the p a r t ic ip a n t 's  immediate work area. The rooms 
were quiet and f a c i l i t a t e d  concentration.
The administrators were instructed th a t  there were no r ig h t or 
wrong answers to any of the questions and were asked to  answer the
F  -
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questions so le ly  on the basis of t h e i r  own l i f e  experiences. The 
in terview  questions were designed to  e l i c i t  from the adm inistrators  
th e i r  perceptions of how the fo llow ing influences contributed to  the  
acquis ition and maintenance o f th e i r  adm in istra tive  positions: a 
competitive s p i r i t ,  r is k - ta k in g ,  lo y a l ty  to the organization , power, 
p o l i t ic s ,  and th e i r  a b i l i t y  to  accomplish more than th e i r  peers.
All o f the partic ipants  agreed to  have the interview  tape recorded. 
Tape recorded data can be played back more than once and studied more 
thoroughly than would be the case i f  the data were lim ited  to  note 
taking during the in terv iew s. The tape recorder did not appear to  be a 
b a rr ie r  to open communications. L i t t l e ,  i f  any, a tten tion  was given to  
i t s  presence. Occasionally, however, a comment was made in d ica tin g  that  
the statement was not fo r  the record. The investigator re ite ra te d  her 
commitment to  c o n f id e n t ia l i ty ,  and the interviews continued without 
fu r th e r  concern.
The investigator believes th a t  because most women have been reared 
by other women, there is an in e v ita b le  e ar ly  gender id e n t i f ic a t io n  that  
assists them in more e f fe c t iv e ly  understanding other women. The 
inves tiga to r  of th is  study has the advantage of being both female and 
Black. A match in both race and gender seems to  have been b en efic ia l  in  
th is  study.
All o f the administrators were found to  be warm, supportive, and 
eager to p a r t ic ip a te  in th is  in v e s t ig a t io n .  Comments and inferences  
were made which acknowledge the recognition of our shared cu ltu ra l  
heritage .
F   ” ...................-  ■ -
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Data Analysis
Upon completion of the in terv iew s, the audio tapes were transcribed  
verbatim. The tra n s cr ip ts  and demographic data questionnaires furnished 
data fo r  the an a lys is .
The analysis involved several stages. F i r s t ,  a computer program 
developed by the academic computing department a t  the University  of San 
Diego was used to  enter descrip tive  data in to  the computer.
Next, the constant comparative method o f q u a l i ta t iv e  analysis was 
u t i 1i zed.
Comparing Incidents Applicable to Each Category
Once a l l  the interviews were completed, the inves tig a to r  began 
coding the data in to  as few categories as possib le . These categories  
were based upon the core categories of adm in is tra tive  success. These 
categories emerged from the data and the p i lo t  study since the 
in ves tig a to r  was, by th a t  tim e, sensitive  enough to the issues so as to  
create re levant categories from the data as they accumulated.
To begin, m u lt ip le  copies of a l l  t ra n s cr ip ts  were made. As the 
t ra n s cr ip ts  were reviewed, categories began to  form in the mind of the 
researcher. A f i l e  of each category was made based upno the spec if ic  
in terv iew  questions. As a new entry was placed in to  the f i l e ,  i t  was 
compared to other en tr ies  in that category and with other categories.  
Some e n tr ies  were f i l e d  under several categories , while other category 
en tr ies  were very l im ite d .
As the in ves tig a to r  compared and contrasted the re la tionships  among
f  ...................
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the categories and e n tr ie s ,  various categories emerged. Coding is  a 
simple process consisting of noting categories as they develop.
However, the key to  th is  stage of the constant comparative method is  
th a t  before each new piece of data is  coded, i t  is compared to a l l  other 
data previously recorded to determine whether or not i t  f i t s  in to  a 
previously established category. This approach not only ensures th a t  
meaningful categories w i l l  be created, but also allows th eo re tica l  
properties to  emerge as each category becomes more r ic h ly  developed.
Categories developed by th is  process provided the general design 
and framework fo r  the description of the successful s tra teg ies  and 
management behaviors used by Black female administrators to  acquire and 
maintain t h e i r  adm in istra tive  positions in higher education.
In tegrating  Categories and Their Properties
As data co lle c t io n  and coding continued, the need to  compare each 
incident or fragment of data with every other piece of data decreased 
and was replaced with a comparison of each incident with the properties  
of the categories previously developed. There was a point a t which, 
given the subject of the study, new categories ceased to emerge, and a l l  
new b its  of data served to devleop the properties of the categories  
already id e n t i f ie d .  Constant comparison of data in an e f f o r t  to  form 
new categories thus became unnecessary, even counterproductive, while  
constant comparison fo r  the purpose of f leshing out properties served 
not only to  make each category richer in d e t a i l ,  but also more highly  
integrated with i t s  properties . An important point to re-emphasize is 
th a t the c o lle c t io n  and analysis of data occurred continuously and not
f   *“ ....... .
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as two separate operations.
Delim iting the Analysis
As data continued to  be co llec ted , the inves tiga to r  began to  
d e l im it  the analys is . S im ilar categories were combined, and the data 
reduced.
The core categories fo r  th is  research were developed from the p i lo t  
study. Glaser (1978) urged the researcher to  determine the core 
categories ea r ly  in the research. He noted th a t  "Possible core 
categories should be given a 'best f i t 1 conceptual label as soon as 
possible so the analyst has a handle fo r  th inking o f them" (p . 94 ) .  The 
p i lo t  study indicated the prevalent re lationships o f core categories to  
other categories . The core categories were: (a ) career choice and 
acqu is it ion ; (b) organizational p o l i t ic s ;  (c ) career issues; (d) future  
vis ion; and (e ) successful management behaviors and s tra teg ie s .
Research Validation
This in ves tig a to r  validated the successful management behaviors 
developed under the core categories as a resu lt  of th is  study by 
requesting a l l  in terv iew  partic ipants  to  comment on and corroborate the 
researcher's conclusions. The researcher contacted a l l  interviewed  
partic ipan ts  in  the form of a survey questionnaire, mailed a f te r  the 
w rit in g  of the analysis (Appendices E and F ).  The survey questionnaire  
encompassed questions re la t in g  to the id e n t i f ie d  s tra te g ie s .  Each 
adm in istrator was given a l i s t  of s tra teg ies  abstracted from the  
in terv iew  responses. Directions fo r  the questionnaire asked them to  
sta te  whether they agreed or disagreed with the strategy and to rank
f
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each statement based upon t h e i r  own point of view. F in a l ly ,  the  
partic ipants  were asked to  respond w ith in  a two week period from the 
receipt of the survey questionnaire . Results o f  th is  v a lid a t io n  process 
are found in Chapter IV.
Conclusions drawn about the sample were based upon the scantly  
ava ilab le  l i t e r a t u r e ,  the accounts of the p a rt ic ip a n ts ,  and the present 
day status of Black women w ith in  the United States.
The f in a l  l i s t  of successful management s tra teg ies  were developed 
by combining t ra d i t io n a l  management theory with s tra teg ies  known to be 
e f fe c t iv e  and thus u t i l i z e d  by the p a rt ic ip a n ts .  Strategies were ranked 
by assigning a numerical value to each beginning with one and ending 
with 20. The part ic ip an ts  were asked to rank the s tra teg ies  according 
to th e i r  own experiences. Results of these findings are reported in 
Chapter V along with recommendations and conclusions.
f ~  " ”  ' '  "  ' ' '
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CHAPTER IV
SUCCESSFUL STRATEGIES AND BEHAVIORS
This chapter is  presented in three p a r ts .  F i r s t ,  demographic data 
give a p r o f i le  of Black female adm in is tra tors . Next, the predominate 
categories which emerged as a re su lt  o f  the constant comparative 
analysis of the interviews are presented. F in a l ly ,  a l i s t  of s tra teg ies  
used by Black female adm inistrators to  acquire and maintain th e i r  
management positions in higher education are documented.
To protect the p a r t ic ip a n ts ,  the names used throughout the study 
are f i c t i t i o u s .  However, each p a r t ic ip a n t 's  account is  in her own 
words, and while they are each organized to maintain the in d iv id u a l i ty  
of the adm in is tra tors , a l l  focus on the scope and nature of th e i r  
current pos it ions.
As an added pro tec tio n , biographical information has also been 
deleted . Given the size o f th is  population, i t  would be d i f f i c u l t  to  
maintain anonymity i f  th is  data were included. Q u a lita t iv e  research 
frequently  focuses on the l iv e s  of vulnerable groups. High 
v u ln e ra b i l i ty  requires th a t the researcher take every precaution to 
avoid subjecting the partic ipan ts  to  p o te n t ia l ly  dangerous 
ci rcumstances.
32
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Demographics
Position T i t le s
The nineteen Black female adm inistrators hold these positions:  
three are college presidents, four are v ice -pres idents ; two are deans, 
six are assistant deans, and four are d irec to rs  (see Table 1 ) .
The t i t l e s  of two of the administrators l is te d  as vice president 
and one l is te d  as assistant dean have been changed so as to  preserve 
th e i r  anonymity. By giving them the t i t l e s  o f  vice president and 
assistant dean, they become part o f a la rg e r  group and as a r e s u l t ,  i t  
is  more d i f f i c u l t  fo r  any reader to  s ingle them out and id e n t i fy  them. 
The actual t i t l e s  of the three adm inistrators are close to the t i t l e s
given them in th is  report but not exactly  the same.
At f i r s t  glance, i t  would appear th a t the greatest percent of 
academic t i t l e s ,  32%, f a l l  under the heading o f assistant dean.
However, upon closer inspection, i t  becomes apparent th a t 48% of these 
administrators are categorized under the more prestigious l in e  positions  
of president, vice president, and dean. Further review of the tab le  
indicates th a t  52% of these administrators had the more commonly held 
s t a f f  t i t l e s  of assistant dean or d ire c to r .  This group of
administrators represents a s ig n if ic a n t  number at both the top and
bottom o f the adm in is tra tive  career ladder. S l ig h t ly  more than h a lf  of 
these administrators were in s ta f f  positions.
All o f the l in e  adm inistrators from the dean's position and above 
held degrees in one of the t ra d i t io n a l  sciences. This may perhaps 
suggest tha t to obtain a seat in one o f the more powerful l in e
f    ...........    '
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Table 1
Administrative T i t le s  of the Respondents
Administrative T i t l e Number Percentage
President 3 16
Vice President 4 21
Dean 2 10.5
Assistant Dean 6 31.5
Di rector 4 21
adm inistrative pos itions, i t  would be helpful to  have a degree in one of 
the tra d it io n a l  arts  and sciences. This encourages use of the well 
established fa c u lty  path.
Salary Range
The sa la r ies  ranged from one p art ic ip an t who earned under $29,000 
to the 12 p a rt ic ip an ts  whose sa laries  were $60,000 and above.
Variations in sa la r ies  are most apparent among the t i t l e s  o f  dean and 
d irec to r  as shown in Table 2.
f  " ...............“
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Table 2
Administrative T i t l e  and Salary
Administrators T i t l e Number Salary Range
President 3 $60,000 -  above
Vice President 4 $60,000 -  above
Dean 2 $60,000 -  above
Assistant Dean 2 $60,000 -  above
Assistant Dean 1 $40,000 -  $44,000
Assistant Dean 1 $36,000 -  $39,000
Assistant Dean 1 $30,000 -  $34,000
Assistant Dean 1 $29,000 -  below
Director 1 $60,000 -  above
Director 1 $55,000 -  59,000
Di rector 1 $45,000 -  49,000
Di rector 1 $40,000 -  44,000
Type o f  Employing In s t i tu t io n s
The part ic ip an ts  of th is  study were most frequently  employed by 
four year public in s t i tu t io n s .  Only six (32%) of the partic ipants  were 
employed by p r iva te  in s t i tu t io n s .  Five of the s ix  p r iva te  in s t i tu t io n s  
were also four year co lleges. Eighty-nine percent o f  these 
administrators were employed by the more academically challenging four 
year in s t i tu t io n s .  A summary of these findings is  shown in Table 3.
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Table 3
Type of Employing In s t i tu t io n s
In s t i tu t io n Number Percentage
Public 14 74
Four year 12 63
Two year 2 11
Private 6 32
Four year 5 26
Two year 1 5
In ad d it io n , Table 4 id e n t i f ie s  the s ize  of the adm in is tra to r 's  
employing in s t i t u t io n .  S ix ty -th ree  percent were employed by 
in s t i tu t io n s  with a student body th a t numbered 19,000 and above. 
However, i t  would appear th a t  those with higher degrees do not 
necessarily gain employment with la rger in s t i tu t io n s .
r ~  ■ “   ................ - -  —
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Table 4
Administrator's  T i t l e  and Employing In s t i tu t io n
T i t le Employer Si ze
President University 19,000 - above
President Community College 19,000 - above
President3 Community College 19,000 - above
Vice President University 19,000 - above
Vice President University 19,000 - above
Vice President University 19,000 - above
Dean University 19,000 - above
Assistant Dean University 19,000 - above
Di rector University 19,000 - above
Di rector University 19,000 - above
Di rector University 19,000 - above
Di rector University 19,000 - above
Dean University 16,000 - 18,999
Assistant Dean University 16,000 - 18,999
Assistant Dean University 13,000 - 15,999
Assistant Dean University 10,000 - 12,999
Assistant Dean University 10,000 - 12,999
Vice President University 7,000 - 9,999
Assistant Dean University 7,000 - 9,999
a Enrolled in doctoral program
f ~ ~ ........     ' .................
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Length of Years in Current Position
The length of time the administrators had been in th e i r  positions  
varied between one and seven years. The larges t group of administrators  
has remained in th e i r  current positions between one and four years. 
S ixty -th ree  percent of the partic ipants  were hired by th e i r  current 
employer between the years of 1983 and 1986. One adm inistrator was 
hired in 1980. These findings are shown in Table 5.
Table 5
Length of Position
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Racial Make-up o f the In s t i tu t io n s  Attended
The administrators l is te d  the types of in s t i tu t io n s  where they 
received th e i r  degrees as predominantly White. Only one adm in istrator  
received her doctoral degree at a Black in s t i tu t io n .  Even though Black 
educators have h is to r ic a l ly  been employed in greater numbers by 
predominately Black in s t i tu t io n s ,  i t  appears tha t t h e i r  t ra in in g  and 
backgrounds were strongly influenced by the philosophy and goals of  
predominately White in s t i tu t io n s .  All three of the presidents began 
th e i r  quest fo r  education in Black in s t i tu t io n s .  Table 6 contains th is  
information in summary form.
Core Categories
Career Choice and Acquisition
The researcher asked the administrators open-ended questions in 
order to analyze the commonalities and d ifferences re f lec te d  in the 
career paths and experiences of the adm in istrators .
Responses of the P art ic ipan ts  to the Question on Positive  Acquisition  
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Table 6
Type of In s t i tu t io n  Attended and Academic Degree Obtained by 
Administrators
T i t l e Bachelor's Master's Doctoral
President B1 ack White White
President B1 ack White White
Vice President Black White White
Vice President White White White
Vice President White White White
Dean White White White
Dean B1 ack White White
Assistant Dean White White White
Assistant Dean White White White
Assistant Dean White White Black
Director White White White
President Black White White9
Vice President White White
Assistant Dean Black White
Assistant Dean White White
Assistant Dean White Black
Di rector White White
Di rector White White
Director White White
aEnrolled in doctoral program
r _ " "  "  "  " — .................................................................................................................~
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Marie Allen President
I f i l l e d  the o f f ic e  of president in October, 1984. I t  was a 
homecoming o f sorts as I was the f i r s t  Black fa c u lty  member to  be hired  
here. I have served as both dean and president o f  two community 
colleges p r io r  to tak ing  th is  pos it ion . How did I  get here? I  was 
contacted by a search committee. I went through the in terv iew  procedure 
and was hired by the board.
Joyce Pederson President
I came to  th is  position through a d ire c t  a p p l ic a t io n ,  in terv iew  
process, and appointment by the board of t ru s te e s . I am the f i r s t  Black 
female president to  be appointed at th is  u n iv e rs ity .  I t  has taken a lo t  
of tim e, energy, and devotion to  education. I t  is  not easy to reach 
th is  point as a woman, and i t  is  espec ia lly  d i f f i c u l t  fo r  a Black woman. 
I s tarted out in a fa c u lty  pos it ion .
Margo Vaughn President
I was selected by the board of trustees who in  turn received input 
from a search committee fo r  the president. I was called on the  
telephone and asked whether I would submit my credentia ls  to  be 
considered fo r  the jo b ,  and I agreed I  would do th a t .  I  was interviewed  
e a r l i e r  in June by the chancellor of the system and his impressions were 
conveyed to the board of trus tees .
The chair of the board of trustees admonished the search committee
to  the e f fe c t  th a t there were no a f f irm a tiv e  action candidates th a t  
seemed to be appearing in the f in a l  group to be interviewed. He to ld  
the committee to f ind  more candidates. That is  when I was called by a
r-' ..........  '■ """...................
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president at another campus who happened to  know me because we had 
e a r l i e r  worked in the same s ta te .  The in te res tin g  thing about the 
s itu a t io n  is  th a t  the chair of the board of trustees at th a t time was a 
Black woman, and the president who called me was Black. In both 
instances they were both helfu l in at leas t bringing me in to  the pool 
and from th ere , o f course, my credentia ls  had to  convey the rest of the 
message.
Prior to coming to C a l ifo rn ia ,  I was dean at a college fo r  women.
I had a s im ila r  experience th ere . I  was ca lled  by a member of the 
search committee who indicated th a t they had heard o f me and wanted to 
know whether I would consider applying fo r  the dean's p os it ion . I  sent 
my v itae  and was selected.
Prior to th a t  pos it ion , I had been the dean o f another co llege . I 
had been called  by a fr iend  of mine who then re ferred  my name to the 
search committee. I was interviewed by the search committee and I had a 
very good in terv iew  and was then selected as the new dean. When I 
arrived  in C a lifo rn ia  to become president, I had had twelve years of 
adm in istra tive  experience and considerably more years as a fa c u lty  
member in b io logy, which is  my f i e l d .
My goal when I earned my Ph.D. was to do cancer research. I had a 
postdoctoral fe llowship  in research from the National Cancer In s t i tu te  
and did that fo r  six years. I then decided, having married and had a 
c h i ld ,  tha t I was not going to devote f u l l  time to  research, but tha t I 
was going to combine i t  with teaching so I w ent.into teaching a t college  
l e v e l .  I did not th ink about becoming a president or anything l ik e
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th a t ,  but when the deanship suggestion came to me by telephone I had to  
th ink about i t .  Would I l ik e  to  make some changes? What were the 
p o s s ib i l i t ie s  fo r  me? After considering i t  fo r  aw h ile , I said yes, I 
would. When you stay in a dean's position fo r  some years , you begin to 
see th a t  there are some things you would l i k e  to  do in higher level 
positions. And so you then begin th ink ing  about moving upward, and 
th a t 's  how i t  happened.
Connie Anderson Vice President
I had been in my previous position fo r  11 years and was beginning
to feel tha t the same problems were coming around a second time s t i l l  
unresolved, and I  f e l t  I had no information to contribute  to a solution  
so I s tarted looking around. I had never form ally  applied fo r  a job 
before or gone through an in terv iew  process. I  had always gotten jobs 
through meeting people and being offered op p o rtu n it ies , and I f e l t  tha t  
I needed to experience the real world. When I  was reading the Chronicle 
of Higher Education, I saw a description o f a position fo r  a special 
a ss is tan t ,  and i t  was so spec if ic  th a t  I  f e l t  there must have been an
in te rna l candidate so I d id n 't  apply. Then, I noticed a couple of
months la t e r  th a t there was an announcement s ta t in g  th a t  the search had 
been extended, which to  me c le a r ly  indicated there  was no in terna l  
candidate. The thing th a t  had o r ig in a l ly  a ttra c ted  me to the position  
was th is :  I t  seemed as though somebody had taken my v ita e  and extracted
from i t  to  make up the position . That's why I  thought there had to be 
an inside candidate because I had th is  quirky kind o f v itae  with lo ts  of 
d is jo in ted  experiences. There was no c le a r  career development. So I
f --------------------------------------  -------
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applied fo r  the jo b .  There were 450 applicants; they interviewed six  
and I got the job o f f e r .
Betty Baker Vice President
I s tarted my career in higher education as a fa c u lty  member and was
a facu lty  member a t a couple of in s t i tu t io n s .  I became involved in
adm in is tra tive  work through an adm in istrative  g rant, and I  l iked  i t .
So, I applied fo r  the position  of assistant provost as my f i r s t  
adm in istra tive  jo b .  The person who was provost was someone who knew me 
and my previous work, and I th ink  d e l ib e ra te ly  chose me; th e re fo re ,  I 
thought I had an advantage over the other candidate. The provost 
subsequently served as a mentor. I o r ig in a l ly  went to  th a t  in s t i tu t io n  
to do a ff irm a tiv e  action kinds of th ings, and the job was subsequently 
expanded. I did make a conscious decision to move up in the  ranks of 
administration and in each o f my positions I  stated r ig h t  a t the  
beginning th a t I needed lo ts  o f  things to do. I  d id n ' t  ju s t  want to  do 
a ff irm a tiv e  action; I d id n ' t  want to ju s t  do whatever the job 
re s p o n s ib i l i t ie s  were. I wanted to get some experience in budgeting, so 
I used my proximity to a l l  kinds of other adm in is tra tive  paths to  get 
experience. I also went back to school and attended Harvard 
U nivers ity 's  In s t i tu te  of Educational Management and received th a t  
c e r t i f ic a t e  in 1978. I  th ink  that experience enhanced my adm in istrative  
s k i l l s  since my degrees were not in educational ad m in is tra t io n . So I 
have moved p re tty  d e l ib e ra te ly  through the steps of being an ass istant  
provost, which is  s im ila r  to  an assistant dean, to  being the assistant  
vice president and then vice president at smaller in s t i tu t io n s .  Now I
s —  • ............................................  ■ ■ ..................
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am a vice president at a larger one.
Marilyn H i l l  Vice President
The associate vice president indicated th a t  he was leaving the 
u n ivers ity  to be vice president at another campus and asked me to  apply 
fo r  his jo b . ( I  never would have applied except th a t  he called  me 
s p e c if ic a l ly  and said , " I  want you to apply fo r  th is  jo b ."  I only apply 
fo r  jobs tha t I am certa in  th a t I have a very good chance of g e t t in g . )
I applied for i t  and when I interviewed w ith  him i t  was c lear  to me that  
I had the job because he was t e l l in g  me things th a t were obviously 
highly c o n f id e n t ia l .  I t  wasn't an in te rv ie w ; he was t e l l in g  me how the 
o f f ic e  functioned. He was t e l l in g  me about these grievances and law 
s u its ;  and he suggested that we ought to turn  th a t  one down; we ought to 
do th is  or th a t ;  and I  knew I had the jo b .  This position is  probably 
one of the best moves I ever made.
W ell, f i r s t  of a l l  the fa c u lty  was saying, "My god, we d id n 't  have 
a chair  and now she is associate vice pres ident."  The job was the 
associate vice president fo r  fa c u lty  personnel, which dealt  with h ir in g ,  
re te n t io n ,  tenure, promotion or any personnel issue dealing with  
fa c u lty .  That was my re sp o n s ib i l ity  and I  enjoyed i t .  I found out that 
I would be working with grievances and law su its  and found out I was 
probably a frus tra ted  a tto rn ey , and I loved th a t  aspect of i t .  I had to  
w rite  b r ie fs  and had to compete with professional attorneys and probably 
could do ju s t  as well as they d id ,  i f  not b e t te r .  ( I  had a tremendous 
track  record of getting  cases supported in courts , and I  ju s t  f e l l  in  
love with w rit ing  b r ie f s . )  So I  stumbled in to  an area th a t  I enjoyed
f    “ .......................................
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and did very well in .  Then the president reorganized the way the 
univers ity  operated. The associate vice president fo r  academics 
reported to the vice president fo r  academic a f f a i r s .  The vice president 
fo r  academic a f fa i r s  resigned his p o s it io n , and I  became acting vice  
president fo r  academic a f fa i r s  fo r  one year. That was a very good 
experience. I  was glad th a t  I had the year because I found I d id n 't  
enjoy curriculum and I  did not enjoy budget and so I hated the pos it ion .  
I l ik e  personnel l i t i g a t io n  and a l l  o f t h a t . -  But I was glad th a t  I got 
the experience. I would say th a t academic a f fa i r s  is  not the route that  
I would be interested in pursuing.
My current position is  vice president fo r  facu lty  and s t a f f .  That 
position not only includes the fa c u lty  but a l l  employees from police  
o ff ic e rs  to c le r ic a l  and management employees. P ayro ll ,  environmental 
health and sa fe ty , fa c u lty  development and a ff irm a t iv e  action a l l  report 
to me so th a t is  a la rg e r  re s p o n s ib i l i ty .  What the president did was, 
he went to  the fa c u lty  and said tha t he wanted me in th a t pos it ion . He 
did not do a search. He sa id , "That's the person I want. Do you have 
any problem with that?" Our fa c u lty  is  a noisy and contentious bunch; 
the fac u lty  could have to ld  him "No," but instead the facu lty  said ,  
"That's f in e ."  So I was promoted in to  the p o s it io n , and that is  how I 
have advanced in my career.
Mary Smith Vice President
Before I graduated from co llege , I had to do the customary student 
teaching. As a re su lt  of th a t  experience, I knew r ig h t away that I  did 
not want to teach high school. That was out! That meant, o f course,
r.
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that I would have to  go to  graduate school, which I d id ,  and I  became a 
college teacher of English.
I  taught English fo r  three years and th a t  was f in e .  I  enjoyed i t .
I s t i l l  enjoy i t ,  but I got involved in a desegregation program. I t  was 
during the early  seventies when those programs were popular. We had a 
grant to help the public school system implement a desegregation plan.  
That got me out of the classroom and in to  working with policy  and 
program adm in istra tion . I enjoyed that very much. When the position o f  
assistant provost came up, I applied fo r  i t .  I  was in th a t  position fo r  
f iv e  years and have been associate provost fo r  four.
Donna Lane Dean
I was on a search committee fo r  a person who is  a dean fo r  graduate 
studies and was a candidate fo r  vice president in the college o f medical 
arts  and science. Since I was on a search committee, I knew a l i t t l e  
b i t  about the screening process. The dean was also a member. When the 
search committee did not immediately come up with an in te rna l candidate, 
the committee decided to  conduct a national search. In the meantime, I 
was professor in the School of Social Work and D irector of the Social 
and Research Center. When the provost ca lled  me, he asked i f  I would 
consider being the acting dean. I  was very re luctant to  say yes because 
what I r e a l ly  enjoyed was my research. He gave me a couple o f days to  
th ink about i t ,  and there were a few things to consider. F i rs t  o f  a l l ,  
in th is  un ivers ity  there has never been a woman as a dean, and I  f e l t  
tha t i f  I said no th a t the administrators would be o f f  the hook 
forever. With tha t in mind, I thought I had to accept. He gave me two
¥    "  ' “
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options. E ither I  would take the job or I  would be ju s t  where I am so I 
had nothing to  lose.
Barbara Odom Dean
I came to  the u n ivers ity  as a part-t im e  in s tru c to r  in 1975-76 and 
was then hired on a permanent basis. I  moved from a temporary 
in s tru cto r  to  a f u l l  time in s tru c to r  and then to  an ass is tan t ,  and 
f i n a l l y  an associate professor. I  was head o f  the Ethnic and Women's 
Studies Department, then became the acting dean and f i n a l ly  am now the 
Dean of the School of A rts . One o f the s ig n if ic a n t  things th a t helped 
me along the way was a fe llow sh ip . While I  was an ass istant professor,
I had an opportunity one year through an a f f i rm a t iv e  action program 
provided by our system to  v i s i t  another campus as an adm in istra tive  
fe l lo w . I had a f u l l  year 's  worth o f adm in is tra tive  experience as a 
ju n io r  fa c u lty  member in a high leve l adm in is tra tive  p o s it io n . I  worked 
in the vice president's  o f f ic e .  So th a t  was something tha t I brought 
back with me to the campus, and I  th ink  i t  has been very helpful and 
very instrumental in terms o f providing the experience tha t most ju n io r  
fa c u lty  members don 't  get to have. I  was able to  f ind  out whether or 
not I l iked  adm inistration a t an ear ly  age. Most people, i f  they go 
through the t ra d i t io n a l  channel, go through the system f i r s t  through the 
f u l l  professorship. Then, they get in to  adm in istration as associate  
dean or department heads and go up th a t way.
Pam Brown Assistant Dean
I am a career educator, and I have had a lo t  o f experience as a 
teacher and academic adm in is tra to r . I have worked in preschool through
F
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college before I came here. I  also worked in an academic department 
when I  was a doctoral student. I'm a Stanford graduate; I  did a l l  my 
work there--undergraduate and graduate. As I  was f in ish in g  up my 
degree, th is  position opened. I t  was a new p o s it io n , and the people
here were looking fo r  someone who was sort o f  indigenous to the local
Black community as the Black focus p o s it io n . A c tu a lly ,  i t  has at least  
50% of a mainstream function . I  th ink  I  had p re tty  much a l l  o f the  
q u a l it ie s  they were looking fo r .  I was a t the r ig h t  place a t the r ig h t  
tim e, and I needed a job .
Jean Campbell Assistant Dean
I taught fo r  a year at a community college and then I  came back 
in to  the master's program. I got an assistantship  which involved  
teaching. A fter  the m aster's , I  became part of the teaching fa cu lty  and 
I was also performing--mixing the two. Then, I got r ig h t  in to  a
doctoral program. By th is  time I had another addition to  my fam ily  so I
began work on a part-t im e  basis.
The associate dean th a t we had a couple o f years- ago got me into  
th is  pos it ion . I respected her, and I  th ink  she respected my ideas so 
she convinced the administrators to create a counselor p o s it io n . So I 
became an academic counselor and held th a t position fo r  three years.
I 'v e  had th is  t i t l e  fo r  almost a ye a r .  The one thing th a t  led me 
to accept i t  is  my in te re s t  in students. I'm not ju s t  in terested  in 
policy and running th in g s , but I am genuinely in terested in the  
students. As an assistant dean, I  saw so many students coming in not 
knowing what they were doing. All they needed was a l i t t l e  extra  touch
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of human th inking on someone's p a r t .  So tha t kind of concern led me 
here, and i t  makes going to meetings and the dealing with policy not so 
t e r r i b le .  I t ' s  not policy fo r  p o l icy 's  sake. In the back of my mind, I 
have the students a t heart .
Nancy C a r l is le  Assistant Dean
A fter staying in f in a n c ia l  aid too long, three years beyond when I 
should have stayed, I  decided i t  was time to  move out. I  wanted out 
mainly because I  had a position th a t was an 8 -12 , 1-5 and then 
whatever-a fter-you-w ant-to -stay  type position where I r e a l ly  did not get 
a chance to meet any other people on campus. I mainly d ea lt  with  
students who needed help with f in an c ia l  aid concerns. And even though I 
was there because I  was Black, I  also worked with a l l  students. I got 
to a point where I f e l t  I  needed to  get a position th a t was comparable 
to the types of jobs I had had in the past. I had learned a l l  there was 
to know in f in a n c ia l  a id ,  and I could no longer t r u ly  help the students 
without fee lin g  th a t I  was wasting my career tim e. I  f e l t  tha t th is  
was a position where someone else could come in and do ju s t  as good a 
job as I  was doing, so i t  was time fo r  me to  leave and s ta r t  to look 
around. Another Black female had my po s it io n , the one I have now, and 
what is  so in te res t in g  in a in s t i tu t io n  l ik e  th is  one, and probably most 
predominantly White in s t i tu t io n s ,  whenever a job came open th a t had 
normally been held by a m inority  person, a l l  of us applied fo r  i t .  So, 
when a position came open in the graduate d iv is io n ,  a l l  o f us applied  
fo r  i t .  When I say a l l  o f us, I mean a handful of Blacks who work here. 
At tha t point I r e a l ly  d id n 't  know very many facu lty  members or
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adm in istra tors . I dealt mainly with students and any people in  
accounting who were also part of the f in a n c ia l  aid process, but I  d id n 't  
know other administrators or facu lty  members because I d id n 't  need to  
know them in my job in financ ia l a id ,  I decided to  apply fo r  the job 
anyway.
A person who worked in the graduate d iv is io n  as an assistant dean, 
and s t i l l  is  the assistant dean fo r  student a f f a i r s ,  decided to become a 
mentor to me. He was a Black male, and he would always in v ite  me to  
these meetings. I would go i f  they were between 12 and 1; otherwise I 
couldn't go. He would always say: "We have to get you out of th is  
position; your time is  being wasted; your ta le n t  is  being wasted." And 
so when certa in  jobs would come open, he would always l e t  me know about 
them.
When the job in the graduate d iv is io n  fo r  assistant dean was 
announced, I decided to apply. There were three of us who were 
runners-up and another Black woman got the p o s it io n . I then applied fo r  
her p os it ion . One of the persons who r e a l ly  helped me was the chairman 
of the search committee. Instead of g e tt ing  the normal l e t t e r  saying 
thank you fo r  applying, he wrote me a two page l e t t e r  suggesting some 
things I  could do to help me get out of the position I was in and in to  
another p os it ion . He is  also a Black fa c u lty  member in another 
department. I r e a l ly  appreciated his he lp . He took me to lunch and 
ta lked  to  me about what I  wanted to do, where I  saw myself w ithin the  
next f iv e  years; and i t  was r e a l ly  g re a t .  So I had a lo t  o f  people who 
were helping and pushing me out of f in a n c ia l  aid and wanting me to
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pursue other th ings . When the ass istant dean position was announced, I 
applied. I received the job o f fe r  on August 15th. I  am presently  the 
only ass istant dean who is  d i r e c t ly  responsible to the dean. And th a t  
is  how I  have gotten to where I  am.
Denise Hall Assistant Dean
As fa r  as th is  p a r t ic u la r  p o s it io n , I 'v e  been here fo r  f iv e  years.
I came in on a part-t im e  basis o r ig in a l ly  as a casual employee which 
means th a t i t  was a temporary po s it io n . I t ' s  for a set period of t im e,  
usually fo r  less than a y ea r ,  and there are no benefits  or other  
regulations in terms of fo llow ing employment procedures. I  came in 
because I was asked to f i l l  in  fo r  the ass istant dean who was taking  
over the dean's position fo r  a yea r .  The dean had gone systemwide to do 
an internship  and had asked the ass istant dean to take the dean's 
p o s it io n . Therefore, they wanted a part-t im e  assistant dean. What 
happened was th a t  i t  d id n 't  work out with the position being p a rt - t im e .  
There were too many things fo r  the acting dean to do, and there were 
c e r ta in ly  too many things fo r  the ass istant dean to  do, so we ended up 
making i t  f u l l  t im e. L a te r ,  they both decided th a t ne ither  of them 
wanted to return to t h e i r  po s it io n s . I had l e f t  the u n ivers ity  and had 
several other job o ffers  on other campuses, and the dean asked me to  
come back. An a f f irm a t iv e  action h ire  was done, and I came back.
I t  s ta rted , fo r  me, as a very young c h i ld .  My parents ran a 
preschool, so I grew up in an educational environment. We were a l l  
teachers' aides in high school, and we were helping as ass istant  
d irec to rs  at the school and so on. So I got that kind of an
w~....
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introduction and push fo r  education from my parents. I went to school 
at UC Irv in e  and majored in psychology. In co lleg e , I  developed 
re la tionships  with a number of people who were in the f i e ld  and they 
served as mentors fo r  me. They were male, female, Black, and White. I 
studied law fo r  a period of time in my sophomore year and decided at 
th a t  point th a t  I wanted to go in to  in te rnat iona l education. So I went 
to graduate school at American University  in Washington, DC. I t  was the 
only u n ivers ity  th a t would allow me to combine education and
in te rn a t io n a l service to  come up with a degree in in ternational
education. Since nothing o f th a t  description e x is ted , th a t was the best 
th a t  I could do. During both my undergraduate and graduate work, I had 
student pos it ions , in te rnsh ips , you know, working in the f inanc ia l aid 
o f f ic e ,  working in the crosscultural center, working at the National 
Research Agency as a programmer and in resident l i f e  programs. I  had an 
assistantsh ip  with the D irector of the In te rnational Center as a 
graduate student. So, I kept doing those kinds o f  things a l l  throughout 
my educational experience and that b u i l t  up my resume. When I finished  
graduate school, I  moved back to C a lifo rn ia  and was offered a position  
as the ass istant dean in student a c t iv i t i e s .  I  was at tha t campus fo r  a 
w hile . Then I moved and was in the p r iva te  sector fo r  a b i t .  But I 
decided that I r e a l ly  wanted to  be in education, so I applied for the 
position here, and th a t  was how I got my foot in the door.
Leslie  Moore Assistant Dean
I was a postdoctoral fe llo w  at an Ivy League u n iv e rs ity ,  and I
wasn't being paid a lo t  of money there to  do the research I was doing.
F
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To supplement my income I worked as an escort in te rp re te r  fo r  the State  
Department on a contract basis , and came to  San Francisco or Los Angeles 
as a part of escorting fore ign diplomats around. I decided I  wanted to  
l i v e  in C a l i fo rn ia ,  so I  went to the l ib r a r y  and found out what 
u n iv e rs it ies  and businesses were potentia l fo r  employment. I  wrote to  
the president o f one of them and said , " I'm  th is  remarkable Black woman 
you need." He passed i t  on to  the provost. He informed me th a t  the  
associate dean's position was open and encourage me to  apply. I  applied  
and was hired fo r  the position four weeks l a t e r .
Dana Ruse Assistant Dean
I started  as an admissions advisor at th is  new campus as the f i r s t  
person in the admissions o f f ic e .  A fte r  six months I was promoted to the 
assistant dean p os it ion .
P a tr ic ia  Davis D irector
This is a new p o s it io n . I was working in a s t a f f  position fo r  the  
senior vice president. Over the years, I did a number of things  
successfully , and i t  seemed c lear  to him th a t what he needed to  do in 
order to  best u t i l i z e  my s k i l ls  was to  develop a whole new u n i t .  This 
new u n it  would combine a c t iv i t i e s  of th is  o f f ic e  together with  
additional a c t iv i t i e s  located in other areas. So a new un it was created 
fo r  me la s t  June.
Theresa E llison Di rector
I a c tu a l ly  planned fo r  th is  p os it ion . I  found that my predecessor 
was going to be r e t i r in g .  . . .  I  be lieve th a t I  had the experience and 
s k i l ls  necessary to apply fo r  the jo b ,  but I knew th a t I had a b i t  more
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to learn so th a t I  d e l ib e ra te ly  sat a t his f e e t .  I  should t e l l  you I 
took a la te ra l  move; I transferred  from another un it in to  th is  un it  as 
an associate d ire c to r .  I  learned everything about his job that I  could, 
and I used him as a mentor. I took a v a r ie ty  o f  classes that I thought 
he could have taken, courses th a t I  thought would be useful fo r  the job ,  
and then I applied fo r  i t .  I made i t  abundantly c lear that in my 
estimation I was the best prepared. I  also developed a community 
support base fo r  myself through women. There is  an organization on th is  
campus called  P r i t ia n .  I t  is  the oldest women's honors organization and 
I knew that I could count on the support of the students with whom I 
would be working.
Rene Manson D irector
The position of assistant d irec to r  of housing was advertised  
through the Urban League O ff ic e .  I  app lied , having worked fo r  an urban 
renewal agency fo r  four years. The d irec to r  of housing a t tha t time 
hired me. When the position of d irec to r  became vacant, I applied for  
i t ,  went through the in terv iew  process and was offered the job .
Robin Wheeler D irector
This o f f ic e  has continua lly  expanded. O r ig in a l ly ,  th is  was the 
handicapped o f f ic e .  That was when i t  was a hot issue. You see, I 'v e  
been handicapped fo r  f i f t e e n  years and I th ink they thought i t  would be 
a good idea to put me in charge of the handicapped o f f ic e .  I was with 
the old administration in a r e la t iv e ly  high p os it ion , executive  
assistant to the president. When the new regime came in ,  the president 
re a l ly  d id n 't  know what to do with me. He couldn 't f i r e  me, so he gave
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me th is  p o s it io n .
The administrators found out th a t  these problems weren't going to  
go away, so the o f f ic e  has grown and now I  have a l l  o f th is  going on in 
what was a very small operation.
I 'v e  always had a lo t  o f health problems. In and out o f  the  
h o s p ita l.  But I always kept going. I had no plans. I was ju s t  
enjoying myself in school. I n i t i a l l y ,  I  began working on a degree in  
business education. I  thought I was going to teach. I t  was during my
practicum th a t I said to myself, I  d on 't  want to be a teacher, so I
switched to sec re ta r ia l  science. Of course, th is  set me back but I 
re a l ly  d id n 't  mind; I was having a good tim e. My advisor was so upset. 
"S ecre ta r ia l sciences?" he exclaimed! But I knew I always f e l t  good 
about my s k i l l s  in th a t area.
Then I dropped out of school and got married and I had a c h i ld .
The marriage d id n 't  work out, and there  I was, with a baby and d isabled .  
So I  took a job as the d ire c to r  of the s ecre ta r ia l  pool and began 
picking up courses here and th e re .  One day I looked at my t ra n s c r ip ts ,  
and I sa id , "My god, I can graduate." So I sent a l l  th is  s tu f f  to my 
advisor and he said a l l  I needed was one semester of residency. So I 
packed up, took my baby with me, and f in is h e d .
When I was the assistant to  the president in V irg in ia ,  I was
intim idated by everyone's c redentia ls  so I began working on my master's  
degree. I  was not certain  what I  was going to do with i t .  I  was ju s t  
g etting  b e tte r  prepared. A doctorate wasn't even in the p ic tu re .  When 
I came out to C a l i fo rn ia ,  i t  was the same th in g . I began taking courses
r ' '
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in educational administration fo r  the same reason, because I knew I  had 
no background, no know-how.
I'm glad I'm in a position to t r y  and make a d iffe rence  in 
somebody's l i f e .  I f  i t  hadn't been fo r  th is  jo b ,  I  wouldn't be able to  
make an impact in terms of how women are t re a te d .  I ' l l  never be around 
long enough to  correct i t  a l l  but I'm aware, so I  can make a small 
d if fe re n c e .  I can make i t  b e t te r .  So, when the position o f d irec to r  
became open, I  applied fo r  i t ,  was in terview ed, and was offered the job .
Analysis o f the Responses to the Question about Current Position
The l i t e r a t u r e  indicates th a t the career h is to r ies  of professional 
men are most often characterized by continuous employment. The women in 
th is  study shared th is  same c h a ra c te r is t ic .  In ad d it io n , the l i t e r a tu r e  
suggests th a t  the t ra d i t io n a l  career paths fo r  academic administrators  
(which are mostly men) are usually a l in e a r  progression leading from 
fa c u lty  through department c h a ir ,  to dean, to  provost, and then the 
presidency (Moore, 1980). This pattern is  often preceded by graduate 
studies with an assistantship and the influence and guidance of a strong 
mentor.
The women administrators who p art ic ip a ted  in th is  study followed  
more than one path to th e i r  current adm in is tra tive  posts. However, the  
t r a d i t io n a l  route was the most frequent experience (32%), confirming 
th a t  the career paths of men and women may be more s im ila r  than
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d i f fe r e n t .
The age of the admnistrators ranged as fo llow s: f iv e  were between 
the age o f 30-39, nine were between 40-49, four were between 50-59, and 
one respondent was 60+ years o ld .
Three of the part ic ip an ts  were afforded the benefits  o f  an 
adm in istrative  ass is tan tsh ip . Two of these programs were a d ire c t  
resu lt  of a f f i rm a t iv e  action laws.
I t  is  in te res t in g  to note th a t only two of the partic ipan ts  stated  
tha t they had planned th e i r  career paths. Several o f  the partic ipants  
were encouraged to apply fo r  th e i r  current and previous pos itions, and 
one p art ic ip a n t noted th a t  her position was created s p e c i f ic a l ly  fo r  
her.
Being in the r ig h t  place at the r ig h t time is  a fa m i l ia r  c liche  
th a t  has been used by many as the primary reason fo r  obtaining a highly  
prized p os it ion . One could postulate th a t both time and luck exert an 
organized impact upon one's l i f e  and one's career goals and th a t th is  
impact cannot be c o n tro l led . However, only one o f the respondents used 
th is  phrase which suggests that the c liche  is  more f ic t io n  than r e a l i t y .
All o f the respondents planned fo r  careers w ith in  educational 
in s t i tu t io n s ,  although not necessarily in adm in is tra tion . Only one of 
the women secured an adm in istra tive  position in higher education as a 
spec if ic  goal.
The potentia l fo r  obtaining fac u lty  positions by Black women in 
higher education has long been accepted. However, the asp ira tion  fo r  
top level adm in is tra tive  roles fo r  Black women p r io r  to  I960 was viewed
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as ludicrous. Twenty-seven years ago, some of these administrators were 
adolescents who were ju s t  becoming acquainted with the benefits  o f  equal 
opportunity. At th a t  tim e, there were no Blacks, male or female, in top 
adm inistrative positions in White u n iv e rs i t ie s .  They had no ro le  models 
to pattern themselves a f t e r .  This group of Black women experienced 
dramatic changes in th e i r  own and society 's  expectations fo r  th e i r  
careers in higher education administration a f te r  the 1960s.
The b la tant lack of planning by these adm inistrators perhaps
suggests that u n t i l  recent times, women in general and Black women in
p a r t ic u la r ,  did not see themselves and were not seen by others as
adm inistrative candidates. Therefore, making plans fo r  goals th a t would
at f i r s t  glance appear unattainable was the exception ra ther than the 
ru le .
Organizational P o l it ic s
The responses below were given to  the questions: (1 ) "Tell me about
the role that p o l i t ic s  has or has not played in the acqu is it ion  of your
adm inistrative pos it ion ."  (2) "How would you define lo y a l ty  to the 
organization?" and (3) "Describe how you derive power from your 
position ."
Responses of Partic ipants  to  the Question about P o l i t ic s
Question: Tell me about the role th a t  p o l i t ic s  has or has not played in
the acquisition of your adm in istra tive  position .
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Marie Allen President
P o l it ic s  has not played a ro le .  
Joyce Pederson




The ro le  th a t  p o l i t ic s  played would be th a t  I was re ferred  in a l l  
cases by people who were m in o r it ie s .  Each o f my re fe r ra ls  were from 
people who were Black. The person who ca lled  me wanted a Black person 
in the jo b ,  but p o l i t i c a l l y  I'm not sure what th a t means other than 
th a t .  I th ink  th a t  a f f i rm a tiv e  action played a r o le ,  but i t  wasn't the 
exclusive r o le .  For my pos it ion , there were three people interviewed:
one White woman, one White male, and myself. There were additional
a f f irm a t iv e  action candidates.
Connie Anderson Vice President
I th ink  the fa c t  tha t the chancellor created the position was due 
to p o l i t ic a l  pressure from two sources. On one s id e , the m inority  
fa c u lty  on campus f e l t  there should be a very high level individual who 
advised the chancellor on a f f irm a t iv e  a c t io n , which is  what I do in the 
special ass istant ro le .  On the other s id e , s ta f f  members f e l t  th a t they 
re a l ly  needed a f a i r  witness to deal with informal resolution of th e i r  
grievances. Those two c o n f l ic t in g  in te res ts  got subsumed in one jo b ,  
and I am amazed th a t  they managed to f ind  s ix  people who also applied  
fo r  th is  job with the kind of background necessary to  handle both 
re s p o n s ib i l i t ie s .
Betty Baker Vice President
I f  by p o l i t ic s  you mean those factors  above, beyond or outside of
S--------------------------------------  " -----------fr
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s k i l l s  and experience, I ju s t  gave an example o f p o l i t ic s  playing a role  
in my f i r s t  po s it io n . I t  was knowing someone, but the person knew my 
a b i l i t i e s  and had seen some of the work I had done on other campuses, as 
well as lectures th a t  I  had given in a position th a t  I  held on his 
campus. As a re s u l t ,  he became interested in my potentia l and had fa i th  
in my potentia l so I suppose th a t  was a b i t  o f p o l i t i c s .
Defining p o l i t ic s  in another sense, I  saw p o l i t ic s  playing a ro le  
in my taking advantage o f the networks when they are a v a i la b le .  I 'v e  
always made sure th a t  I  attend professional meetings, and th a t I meet 
people and give them my card, t a lk  to them, and develop those 
re la t io n sh ip s . I th ink  tha t my references fo r  each of the positions  
I 'v e  been nominated fo r  are things th a t are dependent on my a b i l i t y  but 
they are somewhat p o l i t i c a l .  I f  you c a ll  networking and making 
acquaintances with people who have high reputations in the f i e ld  and 
having them nominate you and w rite  le t te r s  of recommendation fo r  you, 
then yes, p o l i t ic s  plays a ro le .
Marilyn H i l l  Vice President
I th ink  I am a good p o l i t ic ia n  in various constituencies on campus. 
My mentor, in f a c t ,  has been the president of the u n iv e rs i ty .  I  guess I 
have the reputation of being a very candid in d iv id u a l .  People may say 
th a t  they might not l i k e  what I have to say, but they c e r ta in ly  are 
going to hear i t .  I c a l l  i t  l i k e  I see i t .  I  am an individual th a t is 
f a i r .  I f  you mean p o l i t ic s  in the sense of making sure who is on a 
committee or ge tting  something done, I  don't th ink so. But even though 
I don 't th ink  th a t p o l i t ic s  has played a major r o l e ,  I am not naive 
enough to say tha t th e re 's  been no p o l i t ic a l  aspects to  my securing th is  
job .
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Mary Smith Vice President
I have been in other positions where p o l i t ic s  did play a ro le  but I 
can 't  say th a t i t  had an impact on my present pos ition .
Donna Lane Dean
I think p o l i t ic s  plays a lo t  in everyth ing, and there is  always 
some p o l i t ic s .  I th ink the p o l i t ic s  in higher administration is  one of 
the most, how should I put i t ,  you generally  think of people in  
education as gentle but i t  can r e a l ly  get very v ic ious . I bounce 
sometimes and perhaps because most of the time I have been watching i t  
from a fa r .  And when I say a fa r ,  again since I 'v e  had no real 
aspirations myself, I never had the whole p o l i t ic a l  process in my 
perspective; I was ju s t  an observer. I c e r ta in ly  recognize a lo t  of 
p o l i t ic s  going on and I  th ink in terms o f my p a r t ic u la r  appointment I 
t r y  to take in to  consideration what is  on the mind of the provost. 
Barbara Odom Dean
I would say that in terms of in s t i tu t io n a l  p o l i t ic s  th a t th is  
univers ity  has had a p a r t ic u la r ly  conservative h is to ry .  O r ig in a l ly ,  the 
univers ity  was a l l  male; in 1962 i t  became coed. At th a t t im e, there  
were very few ethnic m inorit ies  u n t i l  the big a f f irm a tiv e  action push in 
the 1960s. Then, nine percent o f  the students were Black. Today, in 
1986, there are four percent Black and s ix  to  seven percent Hispanic. 
When the a ff irm a t iv e  action , equal opportunity push ended, the  
univers ity  a c t iv i t ie s  area was clamped down. However, now i t ' s  picking 
back up. There is  a mandate to reassess how to deal with th is  s ituation  
due to p o l i t ic a l  pressure.
F
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I came to th is  u n ivers ity  in the 1970s a t a time when there were no 
Black female fa c u lty  members in my department. I was able to f i l l  two 
or three slots fo r  one person. I  was l ik e  a tw o -fo r-th e -p r ice -o f-o n e  or 
th re e - fo r - th e -p r ic e -o f -o n e  in terms of the u n ivers ity  also getting  
someone who is  very competitive and able to  do the jo b .  I understood 
tha t and i t  served my purposes.
I brought my p o l i t ic s  and personal c o n fl ic ts  in to  the un ivers ity  
and kind of melted i t  in to  the in s t i tu t io n a l  p o l i t ic s  as they existed.
We have been able to work out a p re tty  good arrangement.
Pam Brown Assistant Dean
My job is one th a t  Black students at the u n ivers ity  demanded that  
the administrators create so I would say th a t p o l i t ic s  played a major 
role in my pos it ion . In terms of my being the person who got the job , I 
th ink p o l i t ic s  was less involved, although I  could kind of benefit  from 
the old boy network because my boss a t the time of the h ir in g  was also 
the person I worked with many years ago under the e a r l i e r  version of the 
center. He was a few years ahead of me but I had already demonstrated 
competence and my f a m i l i a r i t y  with the un ivers ity  and so I think he was 
confident in my a b i l i t y  to perform the re sp o n s ib i l ity  o f  the position.
So p o l i t i c a l l y  speaking, you might say i t  was a l i t t l e  b i t  wired 
although I had to  pass the student te s t  and i f  I  hadn't been q u a l if ie d ,
I would have not even been considered.
Jean Campbell Assistant Dean
For the most p a r t ,  I don't know that my getting  the position was 
too p o l i t i c a l .  The administrators were looking fo r  someone who had some
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experience in m inority  student programs, and I  ju s t  happened to  f i t  that  
descrip tion . Once I  got the pos it ion , there were certa in  things th a t  I 
knew were p o l i t i c a l .  There was an associate dean who was responsible  
fo r  a program th a t  was fo r  m inority students in math, engineering and 
science. When the adm inistrators found out th a t I  had experience 
working in precollege programs, they took th a t  re s p o n s ib i l i ty  from him
and put i t  over in my shop.
The other th ing th a t  may be p o l i t ic a l  in terms of my getting  the  
position or keeping the position is  some of the work I  do and the goals 
I have. One th ing th a t  I do is  use students. I am there fo r  the  
students. I know th a t  I  bu ffer  the administrators from the students. I
keep the Black, Chicano, and Native American students from th e i r  
doorsteps because the students stop at my door. Whenever I'm having an 
adm in istra tive  problem, I  l e t  i t  be known to certa in  groups with whom I 
work. So i f  an issue is  one tha t is going to a f fe c t  the students, then
I take i t  to them in other meetings, and I get them to come behind me
because I th ink the students have more power than anyone e ls e .  They 
don't re a l iz e  i t ,  but they re a l ly  do and th a t 's  when I get the students' 
voices heard.
Nancy C a r l is le  Assistant Dean
No, p o l i t ic s  did not play a role  in my obtaining th is  p o s it io n .  
Denise Hall Assistant Dean
P o l i t ic s  d e f in i te ly  played ro le .  I couldn 't th in k ,  o f f  the top o f  
my head, of any position where i t  has not played a ro le  in some fashion 
or another. The p o l i t ic s  revolved aroung my being Black. I am one 
s tra te g iz e r .  I 'v e  done i t  many times; I can th ink  back as a young child
F  '
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s tra teg iz in g  about how I  was going to  get what I  want or do what I 
wanted to  do and f e l t  very good about helping others to  s tra teg ize  too.
I don 't  mind playing th a t  ro le  a t a l l ,  and i t  helps me in a l l  aspects of
my l i f e ,  not ju s t  my career. When I  th ink  in terms o f the acquis ition
of my current position and others th a t I  had, I  know th a t  p o l i t ic s  has 
been instrum ental, not only in terms of build ing a path to  get what I 
want, but also in terms of working fo r  other people. The buzz word, of 
course, is networking. Some of the things th a t  I 'v e  done are very 
p o l i t i c a l ,  and i t ' s  an area th a t I  d o n 't ,  in a l l  honesty, p a r t ic u la r ly  
l i k e .  I i n i t i a l l y  did not want to go in to  in te rn at io n a l a f f a i r s  because 
I wanted to avoid nasty p o l i t i c s ,  only to discover th a t  th e y 're  ju s t  as 
nasty in any other f i e ld  and p a r t ic u la r ly  in education. I th in k  one has 
to look at th a t  very , very c a r e fu l ly ,  p a r t ic u la r ly  i f  you fee l l i k e  the 
cards are stacked against you--being Black, being a woman, being 
handicapped, being young, whatever. There is  always something to impact 
your career. So p o l i t ic s  is  important.
Les lie  Moore Assistant Dean
Absolutely none.
Dana Ruse Assistant Dean
As fa r  as I am aware o f ,  there was no p o l i t ic s  connected with i t .
I th ink  that when I  was h ired , i t  was the idea th a t  th is  is  the position
th a t  I was going to have. But the dean did not give i t  to me i n i t i a l l y  
because I  was new in  the system.
I r e a l ly  did not have my sights on th is  p o s it io n , but i t  was
something tha t I saw could be a v a i la b le .
r   *...............'...........
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P a tr ic ia  Davis D irector
I re a l ly  don 't know how to answer th a t question in  terms of 
p o l i t i c s .  I would have to  say no.
Theresa E llison  Director
I th ink  there  is  p o l i t ic s  to  every position above a secretary and 
even probably th e re ,  so I th ink  i t  has played a p a rt .  I th ink  i t  is
advantageous to  th is  campus that I am a Black female and confident.
They c e r ta in ly  could have selected someone e lse ,  but I  th ink  th a t  out of 
the pool o f  people th a t  they interviewed, I was probably the best 
candidate. There were some males who were in the pool and two of them, 
one White male and one Black male, had worked in th is  u n it  fo r  a long
period of time and chronologically  were older than I  am. So I  th ink
tha t the p o l i t ic a l  pressure of students—White, Asian, Chicanos, and 
Black— saying we would l ik e  to see th is  woman in th is  position and 
having females who were mostly White support th a t ,  had a great deal to  
do with the u ltim ate  decision.
Rene Manson Di rector
P o l it ic s  did not play a s ig n if ic a n t  role in the acqu is it ion  o f my 
po s it io n , although I  feel i t  has d e f in i te ly  played a ro le  in maintaining  
me in th is  same position fo r  the past fourteen years.
Robin Wheeler Di rector
I fee l tha t p o l i t ic s  was not involved in terms of having me get the
pos it ion . I th ink  the need ju s t  arose and I  was in the r ig h t  place at
the r ig h t time because I s tarted out as an ins tructor  here and I  did
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work as an ass istant to the d ire c to r  and f i n a l l y  when she decided to  
move I became acting d ire c to r  and then I was in the running fo r  
selection fo r  the d i re c to r 's  position when th a t came open. I t  is  ju s t  a 
matter of being there at the r ig h t time. There may be some 
interworkings o f p o l i t i c s ,  I  don't know, in terms of whether people are 
on the inside or outs ide. That may have something to  do with i t .  In 
every instance, however, i t ' s  not necessarily true  that people on the 
inside are chosen.
You have to define what p o l i t ic s  means. I f  you are ta lk in g  about 
p o l i t ic a l  a f f i l i a t io n s  or i f  you are ta lk in g  about who you know within  
the organization , then, yes, I  th ink i t ' s  kind of important to  know 
people and espec ia lly  to  know people who can help you.
Analysis of the Responses about P o l it ic s
Over the years, the word p o l i t ic s  has been defined in d i f fe re n t  
ways. One of the oldest d e f in it io n s  fo r  p o l i t ic s  is  also th a t  
d e f in i t io n  most used by th is  group. Lasswell (1936) defined p o l i t ic s  as 
"Who gets what, when and how."
A to ta l  o f 53% (10) of these administrators recognized the ro le  
th a t p o l i t ic s  played in the acquis ition and/or maintenance o f th e i r  
careers. Forty-two percent (9) of th is  group described an instance of 
knowing the r ig h t  person in addition to  the use of in te re s t  groups.
These ind iv iduals  and groups were used to influence who gets what, when, 
and how.
F
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One other d e f in i t io n  was used in an e f f o r t  to  define p o l i t ic s  in 
re la t io n  to the adm in istrators ' careers. The adm in istrator spoke of 
balancing the needs of m inority  fa c u lty  with those of non-minority  
facu lty  members. Her d e f in i t io n  of p o l i t ic s  might match th a t  of  
Schattschneider (1960) who defined p o l i t ic s  as "the s o c ia l iza t io n  of  
co n fl ic t"  (p . 38 ) .  Blacks have had to f ig h t  fo r  the economic benefits  
which come from upwardly mobile positions of au thority  in large  
mainstream in s t i tu t io n s  such as u n iv e rs i t ie s .  Black women have had to
struggle twice as hard. The p o l i t ic s  of a f f i rm a tiv e  actions and equal
employment opportunities  has indeed been the s o c ia l iza t io n  o f c o n f l ic t ,  
and the respondents in th is  research recognized the p o l i t ic s  involved in 
th a t  struggle .
The respondents in th is  research did not use Thompson's (1976)
d e f in i t io n  of p o l i t i c s ,  "the struggle over the a llo c a t io n  of social
values and resources" (p . 10 ) .  The struggle in th is  instance involves 
the social value of h ir in g  a Black person in a position over White 
persons and a Black person making more money than White persons, the 
a llo ca tio n  of resources.
However, th is  subject was most recently  addressed in a Business 
Week Harris P o l l .  The a r t ic le  was w rit ten  in reference to  the changing 
complexity and complexion of the workforce in the year 2000. The poll 
taken in January, 1988 asked: "Do you fee l th a t the chances fo r  Blacks 
to  advance to managerial and supervisory positions genera lly  are as good 
as those of Whites or not?" ( E l l i s ,  1988, p. 6 5 ) .  F i f ty - th r e e  percent 
of the Whites said Blacks had "as good a chance" and 62% o f  Blacks f e l t
r ....
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tha t there was "not as good a chance." This would suggest th a t in  
general, h a lf  o f the Whites were comfortable with what they perceived as 
the promotion po lic ies  operative in many organizations. In converse, 
over h a lf  of the Blacks f e l t  th a t  they would not be given an equal 
opportunity to  hold managerial or supervisory pos it ions, and th a t  th e i r  
chances of gaining such positions were not as good as those o f Whites.
The next question asked about equal pay: "Do you feel th a t  most 
Blacks are paid the same as Whites who are doing the same jo b ,  or do you 
feel th a t they are paid less?" A m a jor ity  (70%) of Whites f e l t  th a t  
Blacks are "paid the same" and 53% of Blacks f e l t  th a t  they were "paid 
less ."  Again, over h a l f  of the Blacks did not share the White m ajority  
view. This question does not o v e r t ly  address the issue of Blacks who 
make more money than Whites. The Harris Poll chose only to  ta lk  abuot 
the issue of equal pay fo r  equal work.
Both the respondents and the researchers of the Harris Poll were 
re luctant to embrace Thompson's d e f in i t io n  of p o l i t i c s .  Even so, almost 
two th ird s  of the Whites, and only 40% of Blacks saw the a llo ca tio n  of 
resources as s im ila r  to  th a t  of Whites.
For some, the word p o l i t ic s  conjures up a host o f  d i r ty  a c t iv i t ie s  
and seamy behavior. This may perhaps be the reason why nine o f the 
nineteen adm inistrators denied the influence of p o l i t ic s  on th e i r  
current positions. Three of the nine repondents were in l in e  positions.  
These findings were most unusual when one considers th a t ,  along with  
other academians, Rost and Cosgrove (1987) have affirmed th a t  "p o l i t ic s  
is part of v i r t u a l l y  any organ ization . College campuses are no
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
70
exception" (p . 37 ) .  Therefore, l i k e  i t  or not, everyone plays the game 
of p o l i t ic s .
Black women must begin to re a l iz e  tha t work is  a game and the game 
in known as Organizatonal P o l i t ic s .  The objective  of the game is money 
and power. As Hannigan (1977) expressed i t ,  these women are playing  
checkers while the men play chess.
I f  th is  group o f nine respondents, indeed, believes what they 
espoused, one can only assume that they are p o l i t i c a l ly  naive and 
unsophisticated. Or fo r  whatever reason, they may have wanted to  appear 
innocent of what they considered d i r t y  p o l i t ic s  and did not want to  t e l l  
the researcher what r e a l ly  happened.
Responses of the P art ic ipants  to the Question about Loyalty 
Question: How would you define lo y a l ty  to the organization?
Marie Allen President
Being a team member means th a t you support and implement decisions 
tha t are made. I t  doesn't mean th a t  you always agree with the decision 
or agree with the process, but th a t  you have partic ipa ted  in tha t  
process. Although the decision d id n 't  go the way you wanted i t  t o ,  you 
s t i l l  were able to  work in the arena and to e f fe c t iv e ly  implement and 
support the f in a l  decis ion.
Joyce Pederson President
I think lo y a lty  has two components. The f i r s t  is  th a t  you re a l ly  
care about the in s t i tu t io n  and the people to whom you report.  You owe
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them the tru th  with respect to  your recommendations and judgments which 
may be t o t a l ly  d i f fe re n t  from th e irs .  Then once the deicsion has been 
made, one e ith e r  supports i t  wholeheartedly both pub lic ly  and p r iv a te ly ,  
or one leaves the in s t i tu t io n .
Margo Vaughn President
Loyalty is being responsive to the people you work w ith .  People 
must feel confident tha t you w i l l  support them. And th a t  does not mean 
you w i l l  always agree with them.
Connie Anderson Vice President
I t  is  in te res t in g ;  u n t i l  I came to th is  job I never thought in
terms of lo y a lty  to the organization, and I th ink th a t  is  because th is  
is  the f i r s t  purely l in e  job I have had. I th ink  th a t  I  had a lo t  of  
the a t t i tu d e  the facu lty  has, which is th a t you are a nation of one and 
the un ivers ity  has been fortunate  to have you associate yo u rse lf  with 
i t .  One must be able to p a r t ic ip a te  in policy  making in order to feel a 
sense of lo y a l ty .
Betty Baker Vice President
Loyalty means to me th a t  you understand the mission and the purpose 
of the organization and th a t  you buy in to  i t .  I th ink th a t  is  necessary 
at the beginning. You have to share the vision with president,  
trustees , the adm in istrative  community, and the fa c u lty .  I f  you share 
tha t v is io n , then you have to  support the goals. The things th a t you do 
and the decisions th a t you make are a l l  towards th a t  goal. Sometimes 
the mission can be on paper only without re a l iz a t io n .  For example, we 
ta lk  a lo t  about educational equ ity , and I have yet to see much support
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fo r  i t .  I always ta lk  about bringing in more Black and Hispanic facu lty  
members, and th a t we must put more money in to  re c ru it in g  Black and 
Hispanic students as w e l l .  Even so, I  th in k  I  am being very loyal to  
the organization.
Marilyn H i l l  Vice President
That's easy fo r  me. I have been here fo r  20 years and probably 
w i l l  be here u n t i l  I r e t i r e .  I don't see myself leaving the u n ivers ity  
and th is  has been a good place fo r  me, a good place to  work and be with 
young people, s t a f f ,  and colleagues. In higher education, i t  is  easy to  
be dis loyal because you are dealing with ideas, and you are dealing with 
people who are on the cutting  edge of ideas and the u n iv e rs ity .  And I 
feel very good about the u n iv e rs ity .  There are times when I th ink  the 
president is dead wrong; I w i l l  t e l l  him th a t  but I would never t e l l  him 
in a group because that is ju s t  dumb. I f  he asked fo r  suggestions and 
recommendations, then I would c e r ta in ly  p a r t ic ip a te  in th a t  kind of 
process but I would never c r i t i c i z e  him in  f ro n t  of a group. I would 
t e l l  him i f  there were ju s t  the two of us. I  would say, "You're dead 
wrong," and he would say "For what reasons?" He respects th a t .  I can 
read his moods; when he s ta rts  tapping his fo o t ,  I  know he's losing  
patience. I ' l l  say " ju s t cool i t "  and l e t  him th ink  i t  over.
Mary Smith Associate Provost
Loyalty to th is  organization means th a t  I w i l l  support those 
polic ies  I believe in and w i l l  work w ith in  the system to  change those 
which I do not support. That's how I would define lo y a l ty .
E   ■ "£
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Donna Lane Dean
That is  a very in te res tin g  question because lo y a lty  is  one of the 
major, major values in th is  system because the major c r i t ic is m  is  
d is lo y a l ty .  I feel and r e a l ly  do th ink  th a t  I am a loyal person in the 
sense th a t i t  does not mean th a t I am b lind  or ignore the d e fic ien c ies  
in the system. I th ink th a t I weigh information against the positives  
and I acknowledge them, but I  also acknowledge the ethics needed to  
change the d e f ic ie n c ie s .  I also give a great deal of emphasis to the  
positive  aspects of the system. I th ink  th a t 's  a l l  one can do.
Barbara Odom Dean
I define lo y a lty  as the a b i l i t y  to  support the un ivers ity  even when 
i t  is  doing things you don't th ink  are appropriate. Perhaps you fee l  
th a t  there should be a certa in  policy  on some issue. The u n iv e rs ity ,  
fo r  example, has adopted an admissions po licy  that went in to  e f fe c t  two 
years ago. On the one hand, the policy is supposed to have the e f fe c t  
of bringing up the academic standards o f  the students th a t  come in to  the 
system. On the other hand, i t ' s  argued th a t the policy  is  going to  
prevent a lo t  of average students from coming in to  the system. I have 
some problems with th a t  kind o f p o licy ,  and I  ju s t  don't want to leave 
i t  to the u n ivers ity  and say, "Oh w e l l ,  the good people w i l l  sort 
themselves out and we may lose some people i n i t i a l l y ,  but in the long 
run i t  w i l l  come in handy." I feel lo y a l ty  to  an organization is  not 
ju s t  walking away from the whole th ing and saying tha t the po licy  is  
wrong; I th ink I have made a d i f f i c u l t  decision and tha t I'm not going 
to  support tha t po licy .
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From a d i f fe r e n t  perspective, I th ink  lo y a l ty  is looking at how you 
can make th is  po licy  work once i t  has been adopted by everyone in the  
U nivers ity . And th a t means: What do we have to  do to  go out to  those 
school d is t r ic ts  and get students ready to  come here? What do we have 
to do to send a c le a r  message th a t  we are not abandoning the students in  
the local high schools, that we are not leaving them to fend for  
themselves? I f  we put th is  in place and i f  we t r u ly  believe the outcome 
is  going to be a d i f fe re n t  c a l ib e r  of student, then the issue is :  How do 
we get the students th a t  are not at th a t level to tha t level?
I believe th a t  is  our re sp o n s ib il ity  so i t  means working within a 
system even though you don't l ik e  everything the people in the system do 
because you know th a t  i t ' s  the only system you have; i t ' s  the best one 
you have to work with so you have to work with i t .  That's what I 
b e l ie v e , and I be lieve  in th is  system. I  believe in i t s  philosophy of 
higher education. We have a d i f fe r n t  mission; our mission is  not to  
t r a in  Ph.D. students; our mission is  to t r a in  bachelor's and master's  
students. And I th ink  th a t is  a noble mission, and I want to  work to  do 
th a t  even though I sometimes feel the un ivers ity  gets o f f  the track and 
I r e a l ly  know i t ' s  o f f  the t ra c k .  I fee l i t  is  my job to get i t  back on 
the track .
Pam Brown Assistant Dean
I think you have to  go with what's r ig h t .  I f  the organization is  
wrong, I th ink you have to say so, and I th ink  the best philosophy is  
th a t you should be a part of the solution and not a part of the problem. 
But I think you have to  do th a t  in a careful way. I t r y  to use
IF ...................
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information. My approach is that i t  is  my duty in th is  position along 
with my resp o n s ib i l ity  to inform you th a t  I th ink you are demonstrating 
ra c is t  or antisocia l behavior. Now some people think th a t 's  ju s t  
d is lo y a l ,  p a r t ic u la r ly  i f  your supervisor is  the one who is  implementing 
a program th a t 's  going to  be devastating to  your community. So I t r y  to 
operate on information and lo y a l ty .  I th ink i t  is not ju s t  doing what 
your boss says because he or she is  your boss. I t ' s  being t ru th fu l  and 
competent and a f te r  a while people begin to respect you as someone who 
is going to  turn the reports in on time and show up to  work but i f  you 
need to  know the hard answer to a question th a t no one wants to deal 
w ith , ca ll  her or him.
Jean Campbell Assistant Dean
I am loyal to the un ivers ity  as long as being loyal does not make 
me compromise my own in te g r i ty  as a person and as a Black woman. In 
f a c t ,  at one time, I had decided to w r ite  up the assistant d irec to r  who 
was my boss at the time. I would have been ready to leave a t that  
po in t.  But fo rtunate ly  the problem was resolved. So in essence, what I 
am saying is th a t I am loyal up to a p o in t ,  but I won't compromise my 
in te g r i ty .  I would leave the s itu at io n  f i r s t .
Nancy C a r l is le  Assistant Dean
Loyalty means to me th a t you accept the mission of the un ivers ity  
and th a t you w i l l  support i t s  goals. However, lo y a lty  can be blind and 
misguided. You can 't  l e t  lo y a lty  compromise your in te g r i ty .
Denise Hall Assistant Dean
As opposed to lo y a lty  to myself or my people or my family? W ell,
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when those other things don 't  get in the way, you have to  be loyal to  
the organization , but not to  the extent o f  compromising your e th ics . I 
won't do th a t .  But, I do fee l torn at times when I fee l l i k e  i t ' s  
expected tha t I represent the things of the in s t i tu t io n  or the  
department and not necessarily  what is  best. And th a t 's  hard, you know. 
I t ' s  l ik e  try in g  to  smile when you don't fee l th a t sweet. But there 's  a 
time when th a t  has to happen, and I  th ink  the fu r th e r  you move up in  
management, one has more opportunities to find  c o n f l ic t  with th a t .
Leslie  Moore Associate Dean
For me, lo y a l ty  means caring about q u a l ity  and caring about people. 
To me, i t  doesn't mean doing whatever I am to ld  and I once worked with 
someone who ins is ted  upon a p a r t ic u la r  kind o f lo y a l ty ,  what I ca l l  
Pentagon lo y a l ty .  One of the big areas of concern when I was hired was 
the fac t I was a Black woman coming to  a p o l i t ic a l  campus. People 
asked: How are you going to  keep your perspective? Are you going to go 
out there and demonstrate to  the folks? I said th a t i f  I had a 
disagreement, a substantial disagreement, I would t e l l  you about i t .
And i f  I f e l t  something went against my p r in c ip le s ,  I would resign. And 
th a t is  how I define lo y a l ty .
Dana Reese Assistant Dean
That means th a t you are fa m i l ia r  with the goals and th a t you are 
w il l in g  to do what is  necessary in order to  meet the goals and to keep 
other people motived and reved up so that they feel a commitment to  do 
what is  necessary.
P a tr ic ia  Davis Di rector
Loyalty to an organization fo r  me means th a t  you accept the mission
F "  "
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
77
and goals of the in s t i t u t io n .  I f  you wish to  change those goals, you 
must be able to  work w ith in  the system to motivate change. I f  change 
does not occur and the p o l i t ic s  go against what you can m orally accept, 
i t  then becomes time to leave the in s t i tu t io n .
Theresa E llison Di rector
I f  you are going in to  management, those folks working with you need 
to fee l th a t they can invest some amount of t r u s t  in you. I f  you are 
going to  be true  to  yourse lf  and manage w e l l ,  you have to  care enough 
about your corporation th a t  you can be loyal to  i t .  Now when I  say 
lo y a l ,  I don't mean blind lo y a l ty  because you can c r i t i c i z e  the  
organization but you have to do tha t responsibly. C r i t ic iz e  i t  in ways 
to help i t  change and be more e f fe c t iv e .  Do not bad mouth i t  or bad 
mouth your colleagues. Loyalty with honesty is  what I would say.
Rene Manson Di rector
Loyalty to  the organization ( in  my case) is  simply doing what is  
expected.
Robin Wheeler Di rector
Loyalty is  an important value and is  espec ia lly  important w ith in  a 
un ivers ity  s e t t in g .  Loyalty involves a large degree of in t e g r i t y .  You 
must work w ithin the system, but you must also stand up fo r  what you 
feel is  r ig h t .
Analysis of the Responses about Loyalty
Baldridge and Deal (1983) have stated th a t :  "The issue of lo y a l ty  
to public education as a public good is c losely  re lated to  p a r t ic ip a t io n
in governance. In a democratic p o l i t y ,  to be able to influence an
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in s t i tu t io n  helps to  create a sense of lo y a lty  to  i t .
Loyalty without voice is  b lind ; voice without lo y a l ty  can e a s i ly  
lead to  premature d is illus ionm ent and e x it"  (p . 487).
Webster defines lo y a l ty  as a s ta te  of being f a i t h f u l ,  as in one who 
supports the established government. All o f the respondents gave a 
d e f in i t io n  to  the term lo y a l ty .  In general, most of these 
administrators agree th a t  lo y a lty  is  a s ta te  of being f a i t h f u l .
Thirteen of the respondents, in addition to  being fa i th fu l  to  the  
organization , were concerned with maintaining th e i r  own in t e g r i t y .
Three other respondents who embraced the notion of fa ith fu ln ess  were 
also concerned with avoiding blind lo y a l ty .  Blind lo y a l ty  was seen as 
lo y a lty  gone too f a r .
Loyalty was also equated with policy  making. One respondent 
suggested th a t in order to  fe e l  lo y a l ty  to the organ ization , one must 
have the a b i l i t y  to p a r t ic ip a te  in the decision making process.
Decision making is  indeed a v iab le  aspect of lo y a l ty  in th a t  part of  
being loyal involves one's response to  the implementation o f the  
decisions made. As we well know, decisions th a t  are not implemented can 
never be e f fe c t iv e  p o l ic y .  Thus, these administrators be lieve  th a t  
decisions can and should be changed at times, and th a t working w ithin  
the un ivers ity  to  change a decision did not make them d is lo y a l .
Loyalty was also defined as being a team p laye r, caring about 
people, q u a l i ty ,  t ru th  and responsiveness. At leas t two of the  
respondents defined lo y a l ty  as the act of understanding the mission and 
purpose of the in s t i tu t io n  and e f fe c t iv e ly  buying into i t .
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Loyalty is  a v ir tu e  prized by most organizations. Loyalty not only 
helps to f a c i l i t a t e  the decision making process; i t  also plays a major 
ro le  in the implementation of those decisions. Managers and leaders 
both attempt to c u l t iv a te  th is  behavior among th e i r  major contacts.
Most organizations encourage lo y a l ty  from th e i r  employees yet many 
organizations have been known to be less than loyal to  th e i r  
constituency. This is  espec ia lly  true  in the corporate arena where 
mergers and take-overs d ic ta te  an a i r  of here today, gone tomorrow.
Responses of the Partic ipants  to the Question about Power 
Question: Describe how you derive power from your pos it ion .
Marie Allen President
I empower others around me.
Joyce Pederson President
There are several ways to  derive power from my pos it ion . One is  by 
having no secrets. The budget is  an open book including a l l  of my own 
expenditures. I th ink  a great deal of power comes from being able to  
have no secrets. Another is  in being accessible so th a t one doesn't 
build up a sense of v u ln e ra b i l i ty  alone. A th ird  way is  having more 
knowledge regarding the in s t i tu t io n  i t s e l f  and a l l  the pertinent fa c ts .
Margo Vaughn President
I l ik e  to empower others and motivate them to do what must be done. 
I am a very persuasive person so I use th a t  s k i l l  to  get more power. 
Connie Anderson Vice President
My power comes from both my o f f ic e  and myself. I  see myself as 
having personal power, and I l i k e  to empower others.
¥■
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Betty Baker Vice President
The position autom atically  has a certa in  au thority  th a t goes with 
i t ,  but au thority  is  not power. So one derives power from a position  
l i k e  t h is ,  I guess, through exerting leadersh ip . And exerting  
leadership means th a t you understand the mission o f  the un ivers ity  and 
you understand how to accomplish the mission. I t  also means th a t  you 
not only work to do i t  y o u rs e lf ,  but th a t  you lead others in th a t
d ire c t io n .  That is  probably what most of the p o w e r-- i f  there is  any--in
a position l ik e  th is  e n ta i ls .  Power is  the a b i l i t y  to  set d irec tio n  and 
to  motivate and move people in those d irec tions  th a t  you set .
Marilyn H i l l  Vice President
My position is  powerful in i t s e l f  and whoever is  in th is  kind of  
position obviously has a lo t  of a u th o r i ty .  As v ice-president of the  
u n iv e rs ity ,  I have a lo t  to say about an in d iv id u a l 's  personal and 
professional fu ture  in the o rgan ization . I'm delegated authority  to  
dismiss people. In i t s e l f  the au th o r ity  is  there to  act independently 
a f te r  receiving recommendations or to  make or take an a c t io n -- to  suspend 
someone from campus, fo r  instance. Being able to  l is te n  and speak 
persuasively but re a l ly  being able to  l is t e n  to  a l l  points of view and
weighing them is  a source of real power. Now, I  happen to  be an
impatient and impulsive in d iv id u a l ,  and I have to  say to  myself: "Don't 
make a judgment now; wait u n t i l  you get a l l  the facts and then th ink  
about i t  before you make a f in a l  decision and t a lk  i t  out."  So, yes, 
the position is powerful, but you c a n 't  beat people over the head with 
th a t .
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Mary Smith Vice President
F i r s t ,  I derive  a u th o r ita t iv e  power from the o f f ic e  I hold. But 
a uthority  is  not real power even though sometimes people do what I  want 
because of my t i t l e .  I would rather look a t  my power as being my 
a b i l i t y  to in fluence others.
Donna Lane Dean
Power can be derived from many sources, one o f  which is  th is  
position i t s e l f .  Personal power is  also important to me and i t  involves 
the a b i l i t y  to  persuade others to do what you feel must be done. .Power, 
of course, is  knowledge and I always t r y  to  operate from a knowledge 
base. I t  is  important to  empower others as th a t power w il l  come back to  
you.
Barbara Odom Dean
Power is  the a b i l i t y  to get people to  do what you want them to  do. 
Informal power is  the power that I have with people who are not quite  in 
the adm in is tra tive  l i n e .  These are with department heads, department 
secre ta ries ,  c lerks a l l  over the u n iv e rs ity .  I t ' s  with p la in old fo lks  
around the u n iv e rs ity  campus. I was very touched when i t  was announced 
th a t I had become acting dean of the u n iv e rs ity .  I  had l e t t e r s ,  cards, 
and phone c a l ls  from people a l l  over campus, from people th a t I did not 
even know who were in terested  and knew what I was doing. And the 
feedback I was getting  was th a t people l ike d  me, they liked  what I was 
doing. I f  one t re a ts  them with respect and t re a ts  them as i f  they are 
important, they r e a l ly  l ik e  th a t and are happy to  see that you have 
arrived  where you have. Having been raised in a working class household 
where my parents had to work fo r  other people, I understood how things
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got done. Things got done because the people who worked with you were 
loyal to  you and l ike d  you. Not because of demand. But i t ' s  the people 
behind the scenes that r e a l ly  make things work o u t.  That is  the  
informal power and what th a t does is  i t  gives you a base from where you 
can operate through sharing ideas.
Then there is  the formal power which is  the power of my job and 
tha t is  important. And I use th a t  when I  need to .  There are occasions 
where I need to ca l l  up and say I am the dean o f the school and I  need 
to  get th is  done, but I don't generally  use th a t approach. That is  not 
how I do my operating. I f ig u re  I could always pull rank and come down 
hard on my people but I t r y  to re la te  to  them as individuals  up f r o n t .  
The other approach is  sort of a backup. But what I  r e a l ly  l i k e  and what 
I r e a l ly  have been pushing, aside from my own power, is tha t of 
empowering other people. And I be lieve  th a t  is how you have a 
well-rounded organization--when you empower other people, when you make 
them feel th a t what they are doing is  important. I f  you delegate  
r e s p o n s ib i l i t ie s ,  delegate them. I f  you ask fo r  ideas, l e t  people carry  
them through. I f  you want people to  p a r t ic ip a te ,  give them something 
very real and very concrete to do because th a t  is  the only way they are 
going to  lea rn . I have 300 fa c u lty  members and there are lo ts  and lo ts  
of projects th a t I would l i k e  to do personally but I can 't  do those 
projects personally . By empowering other people to do these p ro jects ,  
they get done and the un ivers ity  gets c r e d i t ,  the facu lty  gets c r e d i t ,  
the school gets c r e d i t ,  I get c r e d i t ,  everybody experiences, everybody 
wins. I don't need to own everything associated with the school, and I
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fee l real comfortable with th a t  and I guess i t  is  a philosophy and 
a tt i tu d e  that I 'v e  had since the f i r s t  day tha t I came to th is  o f f ic e  
because I  knew that i f  I  did not l ik e  i t ,  I could always walk out tha t  
door, and I would have a f u l l  time job waiting fo r  me as a teacher. So 
I r e a l ly  never had my ego involved in th is  job . I 'd  l i k e  to  th ink  that  
a f te r  f iv e  years I s t i l l  d o n 't ,  but at leas t I can ta lk  about i t .  I f  
there re a l ly  was a disagreement that I  had with my adm inistrator in 
terms of in te g r i ty ,  th a t  I ju s t  couldn't accept, I would have no 
compunctions in getting  up and ju s t  walking out of here and say: "Hey, 
guys, you take th is  jo b ."  What is important is th a t the job gets done 
and that people have a sense o f accomplishment, community and d ign ity  
while they are doing i t .  That's what I  think is important in a 
worksite. I am not th a t enamored with power that I would give up those 
things in order to  maintain my power and co n tro l.  I  don 't  even th ink I 
have control over anything, not formal contro l.  I think the influence  
comes from the re la tionsh ips  th a t  you set up.
Pam Brown Assistant Dean
I don't th ink I have much power in my pos it ion . I th ink  my power 
is in my a b i l i t y  to  work well with students and to get things done. I 
th ink that w ritten  competence has been very helpful in being able to  
demonstrate that what you 're  saying is in fac t true  so th a t  the 
re la tionsh ip  between what you predict and what you describe is  a 
r e a l i t y .  Power is  in you as an in te rp re te r  of r e a l i t y ,  and th a t 's  the 
function of power th a t I would associate w ith . The other is  personal 
power; a l l  you have is  persuasion i f  you don't have resources or clout
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or a position high enough in the u n iv e rs ity .  Personal power is  
autom atically  derived as a power base. I th ink competence and 
consistency are necessary components. People begin to  come to  you as a 
source of assistance or consultation, and recognize th a t  your e f fo r ts  
develop a pattern of succcess whether you're  doing them yourse lf  or you 
are associated with what people see as successful.
Jean Campbell Assistant Dean
With the fa c u lty  who are on my committee, th is  position is a 
thankless jo b ,  as we always called i t .  I t ' s  not the type of position  
fo r  somebody who r e a l ly  wants to go somewhere in an in s t i tu t io n  because 
my next position in th is  un ivers ity  is  in another school. The dean 
claims i f  I stay with him fo r  two more years , he w i l l  make me an 
associate dean. I f  he did th a t ,  I would derive power because he would 
be the f i r s t  person to name a Black person as an associate dean. So he 
would get a l l  kinds of recognition but a t the same time in terms of 
power plays th a t are happening here, I could only get power through the 
fa c u lty  and through the students.
Nancy C a r l is le  Assistant Dean
W ell,  my position is powerful, but i t ' s  not something I  l i k e  to  h i t  
people over the head w ith . I pride myself in having personal power.
Denise Hall Assistant Dean
I 'v e  thought about that one myself. I t ' s  funny, people have often  
to ld  me th a t I don 't  use the power tha t I  have, but I th ink  I do and I 
use i t  again getting  back to th a t s tra teg iz in g  and p o l i t ic k in g ,  I t  
a lso , fo r  me, has to  do very much with being a woman and being a Black
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woman. I  know how to  convince people to  buy in to  my arguments, and I 
get power in my position from th a t .  I'm not always successful a t i t ,  
but I look a t  i t  in  terms of my marriage. I f  I  want my husband to do 
something and I know that in order fo r  him to  do i t ,  i t  needs to  be his 
decis ion , then I  f ig u re  out how to make sure tha t i t ' s  his decis ion. So 
we're both happy. You know, he makes the decis ion , but I'm the one th a t  
kind of lays things out so tha t he can see th is  is  going to be the best 
decision to make. And I do the same thing in  my work. I do the same 
th in g . I t  doesn't always work; I  should be c le a r  on th a t .
I th ink  I probably have more power in th a t  respect than I do in 
d ire c t  power fo r  the level of the position th a t  I'm in .  Now you w i l l ,  
I'm sure, in the course of your research, t a lk  with other people who 
have very d ire c t  power and can make decisions th a t w i l l  impact a lo t  o f  
people and the in s t i tu t io n  i t s e l f .  I am not in th a t  kind of a position  
or a t th a t  level y e t .
I am a team p layer . T h e o re t ica l ly ,  people want a team p layer . You 
have to get used to playing on a team and not being a loner. Sometimes 
we get kind o f strayed o f f  in doing our own th ing and not re a l ly  
cognizant of how i t  f i t s  in to  the to ta l  p ic ture  and whether you have to  
play on th is  team.
Leslie  Moore Assistant Dean
I th ink I have a lo t  of influence on th is  campus. I  th ink  I  am 
well respected and I th ink  the reason I do th a t  is  because I have 
in t e g r i t y ,  and i f  I have any power, th a t 's  the focus of i t .  I  have a 
l o t  of in te g r i ty  and I do very good work. I am consistent in employee 
re la t io n s .  I have a reputation fo r  being re a l ly  f a i r  so I th ink  the 
source of my power would be in those elements.
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Dana Reese Assistant Dean
Simply by the t i t l e  i t s e l f .  The t i t l e  of the position denotes 
power.
P a tr ic ia  Davis D irector
Power is  information so you b e tte r  t r y  to  find out what i t  is  you 
know, and what i t  is  you are doing and th a t no one else knows as well as 
you do. You have to  u t i l i z e  a l l  the networks you have and be w i l l in g  to  
put in the extra time to gather the inform ation . I find in a 
predominately White in s t i tu t io n  tha t the higher administrators le t  you 
do anything they th ink  you can do b e tte r  than anybody e ls e . You ju s t  
have to be able to work hard to demonstrate th a t  capacity.
Theresa E llison  Di rector
I th ink th a t power has a lo t  to do with control and control has a 
lo t  to do with staying power. You know, tenure allows you to say things  
tha t you would never say before. Power is  in the product. I f  you can 
produce the resu lts  and in an exemplary way so that your public supports 
you in what you are doing, you are going to have some power. Power is  
information, so you have to  learn to  l is te n  and s tore , reca ll  and 
document. You have to  t ry  to become indispensable so th a t when someone 
thinks of the product, they th ink of you with i t .  And th e re fo re ,  they 
respect you enough to ask your advice from your given viewpoint. And 
th is  is  p a r t ic u la r ly  true  fo r  women because you often have to shake that  
power in the faces of some of the males with whom you in te ra c t .  Not in 
a negative way, but to  l e t  them know: "Do not mess with me."
Rene Manson D irector
I suppose there is a certa in  amount o f power in my present position
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in  th a t I am l e f t  alone to do a jo b . No one else knows how the job 
should be performed; th e re fo re ,  I am free  to t r y  d i f fe re n t  approaches.
I  receive only very general supervision. I  do have the au thority  to  
recommend changes th a t  are generally  accepted.
Power, in the sense of the to ta l  campus, is  nonexistent. My power, 
as I in te rp re t  i t ,  is  l im ited  to my immediate o f f ic e .  The good rapport 
established with students is  a form of power in th a t they tend to  
support my e f fo r ts .  This has been benefic ia l when working with the 
Associated Students and others.
Robin Wheeler Di rector
Power fo r  me is  formal power derived from th is  p o s it io n . However,
I  must say tha t I d on 't  fee l very powerful. The only power I have is  
over people in th is  immediate o f f ic e .
Analysis of Responses to Question about Power
Since managers are p r im ar i ly  concerned with influencing others, i t  
seems obvious tha t they should be characterized by a high need fo r  
power. All of the administrators characterized themselves as having 
power but in varying degrees and m anifestations. Eleven of the 
partic ipan ts  described th e i r  power in terms of formal a u th o r ita t iv e  
power and informal personal power.
Their formal power was seen as a resu lt  of the position they held, 
while th e i r  personal power was based upon the amount of influence and 
persuasion they could exert w ith in  the system.
Four o f the respondents spoke of empowering others. The l i t e r a tu r e
f
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confirmed th a t power means d i f fe re n t  things to men and women. Studies 
have shown th a t women use power to empower others and th a t  being a team 
player is  important (Shakeshaft, 1987).
Four other respondents focused upon information and knowledge as 
th e i r  source of power. They embraced the notion th a t the power of  
decision making should be based upon factual information, and th a t they 
would have more influence in the process when they had more information  
than other people had.
The word power is  thrown around with great abandon these days. We 
have power dressing, power walking, and power lunching. However, power 
can be viewed from two camps. One camp describes power as jo b -re la te d .  
These are certa in  roles in our society and the person who has that role  
has power as in the presidentia l power. Carroll (1984) re ferred  to th is  
type of power as dominence or power over something or someone. She 
distinguished th is  type of power from th a t of the second camp which 
describes power as energy or the power to  do something or someone.
Power as energy is  part of the concept of empowering others.
Hagberg (1984) described males and females in terms of how they 
used power. Men were ambitious, competitive, and ra tional in th e i r  use 
of power, while women were c o l la b o ra t ive ,  purposeful, and generous in  
th e i r  use. A m ajority  of the women in th is  study would agree with  
Hagberg's description o f feminine power.
Career Issues
Career issues discussed by the administrators are presented and
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analyzed in th is  section . The career questions addressed issues that  
were both external and in te rn a l to  the in s t i tu t io n s .  The administrators  
were asked to  respond to  the following questions.
1. I f  you have been affected by e ith e r  sexism or racism in your 
career development, t e l l  me how you successfully overcame th is  obstacle.
2. How important is  having a competitive s p i r i t  to your career 
advancement?
3. Do you be lieve  th a t  taking risks was essentia l to  your success? 
I f  so, in what respect?
4. How has your a b i l i t y  to accomplish more and decide fa s te r  than 
your peers figured in  your career success, i f  a t a l l?
Responses of the P art ic ipan ts  to the Question about Sexism and Racism 
Question: I f  you were a ffected  by e ith e r  sexism or racism in your
career development, t e l l  me how you successfully overcame these 
obstacles.
Marie Allen President
W ell, I probably had both of them because I'm a mathmatician. I 
majored in math and so e a r ly  on I  got exposed to sexism. I  probably had
the determination to  succeed in tha t area as long as I had a good female
role model th a t provided a lo t  o f  in sp ira t io n  fo r  me as well as support.
So I learned very e a r ly  to  deal with men, and no one to ld  me that a
Black woman could succeed in mathematics. I would say th a t  I  probably 
had more d iscrim ination  fo r  sex concerns ra ther than color and I ju s t  
d id n 't  know th a t  I could deal with i t  but I d id .
Joyce Pederson President
The way to overcome racism and sexism is  by amassing a great deal
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of experience in order to  be considered fo r  jobs fo r  which most men 
would have been hired on a basis of th e i r  potentia l alone. I t ' s  
completely u n fa ir ,  and I  think th is  is the case with most women and 
c e r ta in ly  most Black women. They are normally very overqua lif ied  for  
the positions they get.
Margo Vaughn President
I would th ink  I  have been affected by both, but I can 't  prove i t .
In two other searches I know that my sex and/or race--although I r e a l ly  
don't know whether i t  was my race— played a very important negative role  
in my career development. I t  was probably a combination. I did not 
succeed in those two searches. I must say also how p o l i t ic s  entered 
in to  one o f the searches. I did have some p o l i t i c a l  involvement in a 
job I did not get in New York C ity .  I did not get i t  even though I was 
d e f in i te ly  e l ig ib le  and was selected fo r  i t  too. At the very la s t  
minute, p o l i t ic s  played a bigger ro le ,  and th e re fo re ,  I  did not get the
job and th a t was an unsuccessful component o f  my career. But in the
to ta l  p ic tu re ,  sexism and racism have not stopped me from developing, 
and, as I have indicated to  you, the jobs I moved on to  have always been 
upward. I don't plan to  change jobs. I now f in d  th a t I am very pleased
with where I am, and I have no immediate changes in mind as fa r  as
changing in s t i tu t io n s .
Connie Anderson Vice President
That is  a hard question fo r  me to  answer because I  th ink  tha t  
e a r l i e r  without consciously th inking about i t ,  I  decided th a t  i f  a 
person is  sex ist or ra c is t  tha t person has a problem. I t  was not my
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problem. So I had to  recognize which people had th a t kind of problem.
But I simply never l e t  th a t  get in my way. I th ink  th a t 's  probably a 
resu lt  of having gone to predominately White schools. I  had to make 
tha t decision e a r l i e r  as a r e la t iv e  response. The second is  I am a 
product of a women's school so th e re fo re ,  I had a chance to  develop 
strength th a t r e a l ly  prepared me to deal with sexism.
Betty Baker Vice President
I do not th ink  th a t any Black woman has successfully overcome i t  
y e t .  We do overcome s p e c if ic  instances, but the phenomena is  s t i l l  
there . I  t r y  not to get myself in a position of being surprised because
that is  when i t  h its  you most.
Marilyn H i l l  Vice President
I th ink th a t  i f  I  have been affected  by them, i t  has ony been in  
minor inc idents . When I  was interviewed fo r  a fa c u lty  p o s it io n , the 
facu lty  members here did not know I was Black. I know they d id n 't  know 
because when I walked in ,  t h e i r  mouths were ju s t  wide open. They also
wanted to know i f  I was Jewish; maybe I wouldn't have been hired i f  they
knew. But my area of study at th a t  time was speech communication.
Speech communication people tend to  be f a i r l y  l ib e ra l  so I th ink they 
would have been delighted to have a Black female. They c le a r ly  knew I 
was a woman so th a t  wasn't a fa c to r .  I am f a i r l y  outspoken so I am not 
going to  take much s tu f f  from anybody, and I make th a t very, very c le a r .  
In fa c t ,  when I  was a fa c u lty  member, I  used to b a t t le  with my boss. I 
admired him because he s t i l l  hired me knowing that I 'd  take him on. But 
because I  deal with these issues and get a f te r  other employees and
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managers who are dealing with sexism and racism, there i s n ' t  a problem. 
The only thing I have heard is a kind o f reverse sexism, th a t  I'm "one 
of the boys." They say we don't worry about you, you don 't act l i k e  
those other women, you act l i k e  one of us, you know. You may sometimes 
observe women in large meetings dominated by men. Sometimes they are 
very q u ie t .  I am not quiet with anything and I  won't to le ra te  i t  in  any 
audience. I have been with colleagues who w i l l  make a comment, and I 
w il l  ju s t  c a l l  them on i t  r ig h t  then and th e re .  I t  c e r ta in ly  has not 
been something where I f e l t  I 'd  have to go to someone fo r  r e l i e f .  I 
have been in s ituations  where comments th a t I  thought were offensive  
were expressed and I 'v e  dea lt  with them. But as fo r  me as a ta r g e t ,  I 
would say no.
Mary Smith Vice President
No, they have not a ffected  my career, although I  know th a t  both 
ex is t w ith in  th is  in s t i t u t io n .  I th ink  th a t most o ften , they show up as 
a lack of t ra in in g ,  guidance and informal support to  other Black facu lty  
members.
Donna Lane Assistant Dean
A ctua lly , I th ink  I have been very lucky. F irs t  o f  a l l ,  I grew up 
in the south in a segregated school. Graduate school was my f i r s t  
integrated educational experience. Because I found so much 
in s e n s i t iv i ty  to issues of racism, i t  r e a l ly ,  I th in k ,  developed in me a 
certa in  kind of commitment to doing something about that in academia 
which has re a l ly  served me in good stead.
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Barbara Odom Dean
I t ' s  not ju s t  a matter o f dealing with i t  in past tense. I th ink  
racism and sexism are something th a t we a l l  sort o f  learn to  l iv e  with  
in our in s t i tu t io n s .  I have a p re tty  strong persona lity . I r e la te  to  
people as people, but people sometimes re la te  to me as a woman and 
sometimes they re la te  to  me as being Black. I ju s t  don't l e t  them get 
away with i t .  I t ' s  l i k e  you have to  deal with me and my complexity; you 
don't get to explain me away as a woman. I  w i l l  not allow you to  
explain me away as a female. You have to deal w ith me, f i r s t  o f a l l ,  as 
a human being with some complex ideas; secondly, i f  you 're  ta lk in g  about 
u n ivers ity  study or my in s t i tu t io n a l  po s it io n , then you're going to have 
to  make some decisions based on t h a t ,  not based on my being a woman.
Now th a t 's  in d iv id u a l i ty .
In s t i t u t io n a l ly ,  i t ' s  a lo t  harder because you 're  ingrained in the 
structure  you work with some biases. Biases, fo r  example, in the 
univers ity  system th a t  doesn't allow time o f f  fo r  us to deal with issues 
th a t  a ffe c t  you or your c h ild re n . And the fa c t th a t  women tend to be 
more of a primary caretaker than men; men put th a t  on women's shoulders. 
I know th a t when I f i r s t  became dean, there were some raised eyebrows 
when I said that I missed a meeting when I took my child  to  the doctor. 
I t  was l ik e  having to ju s t i f y  to  them th a t  yes, we have other  
p r io r i t i e s .  In some cases, women have to  deal with what they th ink  
about issues th a t males don’ t  have to  do or th ink  about, and women have 
to  make th a t okay. What we should have is  an in s t i tu t io n a l  se tt ing  that  
allows f l e x i b i l i t y  fo r  both men and women. That's  what we should a llow .
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Racism is  not as sexism i s .  There w i l l  be people who w i l l  not say 
ra c is t  things to  me, but who w i l l  say sexist things to  me. Most people 
f igure  out where the l in e  is  between sexism and racism. I  r e a l ly  have 
not encountered any overt racism here at th is  in s t i t u t io n .  But I th ink  
there is  an unspoken kind of philosophy th a t  operates to prevent an 
a ff irm a tiv e  action se tt in g  which w i l l  a llow women, espec ia lly  ethnic  
m inority  women, to  be studied in th e i r  own r ig h t .  They are not counted 
in studies th a t  deal with m in o r it ie s ,  and they are not counted in 
studies th a t  deal with women. They are sort of in no man's land, so to  
speak. And th a t  is racism as well as sexism--in terms of s ta t is t ic s ,  
in terms of research, and in terms of looking at ethnic women and women 
of color and t h e i r  p a r t ic u la r  perspective on th ings.
Pam Brown Assistant Dean
Sexism and racism are rampant, p a r t ic u la r ly  and predominantly in 
White in s t i tu t io n s .  I f e l t  the strength of sexism being one of the few 
Black women adm inistrators on th is  campus. I was sort of a ro le  model, 
mother and s is t e r .  I had to break down stereotypes th a t  cut across 
rac ia l b a rr ie rs  in terms of what men are supposed to do and what women 
are supposed to  do in adm in istra tive  positions and in c o lle g ia l  
re la t io n sh ip s . Racism i s ,  of course, a l iv e  and well a t th is  place and 
b as ica lly  I 'v e  ju s t  t r ie d  to confront i t  both in w r it in g  and 
program atically  and also t r y  to help pass on information to  the students 
so th a t they can make b e tte r  choices and help confront i t  at th e i r  
le v e l .  I strongly believe tha t students have the u ltim ate  power in 
in s t i tu t io n a l  se t t in g s — at lea s t  fo r  short term changes or fo r
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confronting the in s t i tu t io n  and helping the people in i t  understand that  
what they are providing is  not a q u a lity  campus l i f e  environment.
So th a t  has been my approach to  i t  and I th ink  we have had a lo t  of
success. Now my job c a l ls  fo r  the i n i t i a t i v e  anyway, so I have been
fortunate  to  have th a t  as a requirement. I'm not quite  sure what i t  
would be l ik e  i f  I d id n 't  have th a t w r it ten  in to  whatever position I 'v e  
held on campus. This un ivers ity  doesn't believe th a t the ethnic focus 
is  s u f f ic ie n t  to j u s t i f y  a f u l l  time pos it ion . So I have always had a 
very competitive mainstream function, competitive in terms of time so I 
have attempted to look fo r  ways to improve d iv e rs ity  in th is  mainstream 
function . Then I require excellence and high standards in the areas 
th a t  are re la ted  to  the Black functions. I c a l l  a tten tio n  to  what 
students are capable of doing, what Black programs can be in terms of  
enhancing the q u a l ity  of campus l i f e  fo r  the in s t i tu t io n .
Jean Campbell Assistant Dean
When I was at another co llege , the person who was my mentor 
th e re — and that was before I even knew what the word meant--was a person 
who was a nonminority. He was Portuguese and Chinese; he was a l l  mixed 
up but he was not Black and yet he had a real impact on my l i f e  because
he helped me quite  a b i t  when I was there and even fu r th e r  down the
road.
When I was in undergraduate school, I became involved with a Black 
student group. In fa c t ,  I  went to  a small women's co llege . There were 
three Blacks in the e n t ire  student body and the other two g i r ls  had 
"come out,"  and I did not even know what "coming out" meant. They were
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from New Orleans. Well, I  came out from the ghetto and d id n 't  know what
they were ta lk in g  about and so they used me. Whenever the college
administrators had to re c r u i t ,  or have people come up to ta lk  about the 
cu ltu ra l programs or what the school was doing fo r  m in o r it ie s ,  they 
always introduced me and I ended up doing the re c ru i t in g .  So I worked 
with the d irec to r  of admissions, and we increased the number from three  
to  25 within a year. The next year we organized, and I  became president 
of what we called "Soul S isters of United Leadership" and through that I 
got to meet a l l  the administrators a t the co llege . And i t  was the  
president of the college who gave my name as a person who should be in
Who's Who in Black America. In f a c t ,  th a t 's  how I ended up getting in ,
because I was nominated by him.
What I always have t r ie d  to do with people is  work f a i r  and i f  I
found a l is ten in g  ear ,  I  d id n 't  care what color the person was. Then I 
would t r y  to learn from th a t  person and I would lean on that person for  
help i f  I f e l t  th a t person could teach me. Or i f  th a t  person could in 
some way have impact on decisions th a t were going to a f fe c t  m inority  
students or m inority people, then I in essence turned th a t  person into a 
mentor unless the person was ju s t  out and out crazy! With my f i r s t  boss 
I decided that what I should do in th is  case is  show him how valuable I
could be. I ju s t  t r ie d  to  use my a b i l i t y  as best as I could, to do the
job so that I could prove myself, my value. Then you ju s t  take i t  from 
there .
Nancy C ar l is le  Assistant Dean
I know fo r  a fa c t  th a t I have been turned down fo r  jobs because of
F "
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my race. And I was passed over once because of my gender. We 
unfortunately  embody two m inority  labels  at the same tim e. You c an 't  
allow the ignorance of others to stop your progression. I have prepared 
myself to accept the fac t th a t both racism and sexism e x is t .  I t ' s  hard 
not to  suspect everyone, but you can 't  allow th is  to  c r ip p le  your 
re la tionships  with others. Black women need to  guard against t h is .  
Denise Hall Assistant Dean
Sexism and racism are very subtle now, I th in k ,  as opposed to ten 
years ago, and sometimes i t  may be much more d i f f i c u l t  to id e n t i fy  them. 
Many people feel th a t i t ' s  easy to tag somebody in saying: "Well, hey, 
you ca lled  me a n igger, you called  me a d ip s h it ,  or you're the one th a t  
pinched me," or th is  or th a t  or the other th in g . And i f  the world can 
see that and hear th a t ,  th a t  is  what's easy to  id e n t i fy .  Some people 
are fe e lin g  more comfortable about using th a t kind of a response in 
terms of racism. I t ' s  in te res tin g  to see what some of the students are 
coming out w ith . But, by and la rg e ,  I th ink people are s t i l l  a fra id  to  
show th a t ,  and when I  have f e l t  issues of sexism and racism coming out,
I  tend to t r y  and make sure th a t I'm getting a l l  the data . I ' l l  look 
fo r  other signs, you know, I ' l l  check things out with other people, and 
maybe not say: "Hey, you know I th ink  th is  guy is  r a c is t ."  But I ' l l  
f in d  out from other people what th e i r  in teractions  have been, and 
sometimes i t  w i l l  come out th a t way and then you do whatever i t  takes to  
have th a t  person deal with the problem, even sometimes forcing tha t  
person to  deal with i t .
I'm doing i t  r ig h t  now with someone who has been able to admit tha t
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he has a d i f f i c u l t  time dealing with issues l ik e  a f f irm a tiv e  action and 
so on. Yet, the behavior doesn't change. There's a recognition o f the 
problem, but the behavior hasn't yet changed. And we're ju s t  on him and 
th a t  means having some d ire c t  conversations and having some in d ire c t  
conversations when appropriate. I f  you're meeting with a lo t  of people 
who don't know what's going on, you don't want to  s i t  there  and have a 
b a t t le  with them, so you pick your time and you s tra teg ize  again about 
how to  deal with th a t .  I f  i t  gets real ugly, then you do whatever you 
have to  do in the way of going to unions, or to a grievance, i f  i t  has 
to  go through a c iv i l  proceeding. I  haven't gotten in to  the r e a l ly  ugly 
s t u f f  in my personal experience in terms of dealing with court cases, 
but I have done the other th in g - -w r it in g  l e t t e r s ,  fo r  instance.
I got in to  some real hot water a few years back because there was 
some concern on the part of a selection committee on which I served.
The a ff irm a t iv e  action person th a t had been working with us and the  
m inority  personnel f e l t  th a t th is  p a r t ic u la r  u n it  did not need to focus 
on the issue of a f f i rm a tiv e  ac tion . But, when you looked at the un it  and 
the level of the p os ition , i t  was an issue. So I got the fo lks  on the  
committee together and said: "Now wait a minute. Some of us are fee ling  
l i k e  th is  i s n ' t  qu ite  what we should be about." Then a l l  o f a sudden i t  
was l ik e  everyone agreed. So we drafted a l e t t e r  and asked to  have the 
positions c la r i f i e d .  What should we be doing here? What r e a l ly  is  the 
commitment and the expectation? You know, of course, people went 
buzzing around and everyone was upset, and some fo lks decided to  bail  
ship and say: "No, w a it ,  th a t 's  not what I wanted to say and what I
w
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wanted to do." But I  th ink  when you make decisions to go th a t route, 
you need to th ink  about i t  c a re fu l ly  and make sure th a t  i f  the water 
gets hot th a t you 're  going to stay in there  and not ba il out. So, 
th a t 's  how I have d ea lt  with racism and sexism.
Leslie  Moore Assistant Dean
I have used racism and sexism to my advantage. I  am a socio logist  
so my perspective is  a sociological one, and I  th ink that a l l  
subordinate parties  know more about dominant parties  than the other way 
around. And so I used my i n v is i b i l i t y  and I  used knowing more about the  
other folks than they knew about me to do unexpected th ings. I  f ind  I 
have more freedom, and I can get away with things th a t other fo lks c an 't  
get away w ith .  I don 't  mean get away with in the sense of not working 
or f la k in g  out, but in the sense of doing my job w e l l .  I have to t e l l  a 
lo t  o f people "no," and I conduct grievances and hand out d is c ip l in e  
notices, and I  have to  deal with sexual harrassment. I do i t ,  not the  
way most people do i t .  I do i t  with compassion so I bring my special 
perspective as a Black woman to my work and as a nontraditional Black 
woman to my work. People th ink I'm good, but they can 't f ig u re  me out 
and I don't worry about th a t .  I don't fee l any need to  t e l l  them. All 
I ask o f them is  respect. I th ink i t  doesn't work i f  you can 't  claim  
i t .  I f ind  th a t I not only have to claim i t ;  I in s is t  on i t .  Yet I 
know how to ac t .
Dana Reese Assistant Dean
I don't th ink I  have run in to  any roadblocks as I th ink back on i t .  
There may have been some, but I was not aware o f them.
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P atr ic ia  Davis D irector
I think there is  not a Black woman around who has never been 
affected by both. You kind of assume th a t  you're going to be a ffected  
by them and you plan your s tra teg ies  fo r  dealing with them. One was to  
t r y  to find  those people who would give me an opportunity to  function  
independently of my race and/or sex. A second one was to  work harder 
and point out th a t  I was able to  do what I  was assigned to do and more.
I f ind  that in terms of sexism, you w i l l  kind o f get yo u rse lf  involved,  
and I 'v e  had more support from White females in advancing my career in 
administration than I 'v e  had from anybody e ls e . They're la rg e r  in  
number; they've been always very supportive to me. I got in to  
administration because White females id e n t i f ie d  me as the person on 
campus who had the best chance of being promoted as adm in istra tor. They 
nominated me and went to bat fo r  me.
Theresa E llison Di rector
Undoubtedly, I have been affected by both, but I th ink  sexism has 
been the primary issue fo r  me because I work by and large with White 
males who f i r s t  have a perception about females and then second, about 
Black females. I t  has been important fo r  me to re fra in  from carrying  
my ego on my shoulder and to pick my b a t t le s .  For instance, i t ' s  
important not f l y  o f f  the handle because some risque joke is  made 
between the fellows and scream out th a t I am offended. I want to  to  
pick my ba ttles  in ways th a t  leave my male counterparts with t h e i r  egos 
as much as possible in ta c t  while communicating what i t  is I  need to  
communicate.
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Rene Manson Di rector
I have been confronted with both sexism and racism. The obstacles 
have not been overcome, but I  have learned to  deal with both so as to  
lessen the self-induced stress . The position I  cu rren t ly  hold was fo r  
many years performed by a White male. For years, campus s t a f f  could not 
adjust to a female in th is  ro le .  Racism has been shown in the lack of 
m o b il i ty .  As an employee, I went through the graduate program in 
education, with an emphasis on student personnel serv ices. I  believed  
th a t  th is  course of study would enable me to advance in student a f f a i r s .  
But I was turned down fo r  a l l  the positions fo r  which I applied . I was 
very se lective  about the positions I applied fo r  in order to show th a t I 
did not ju s t  want any job ju s t  to advance. But advancement was very 
slow.
Robin Wheeler Di rector
Racism and sexism are so se ttled  th a t  I'm sure they play a ro le .  I 
th ink  th a t i f  I were to leave th is  position tomorrow, then i t  would be 
necessary fo r  me to meet the r ig h t  person. Even though our in s t i tu t io n  
seems to have a Black community, I wasn't even aware of th a t  u n t i l  
somebody to ld  me because the m ajority  of our students are White. We 
have l i t t l e  Black enrollment. When I f i r s t  came to  th is  area, I 
wondered where a l l  the Blacks were. They do surface p e r io d ic a l ly ,  and I 
have seen more of them since I f i r s t  came here.
I'm sure th a t racism e x is ts .  I t ' s  a l iv e  and w e l l .  The second 
th ing is  th a t I know sexism is present because there  are some things 
th a t  are done that are very , very obvious. For example, we have a White
F
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female dean and each year we have an o r ien ta t io n  meeting where a l l  the
deans are presented to  the fa c u lty .  They d id n 't  introduce her un ti l
la s t  and th a t  was ju s t  so obvious. I t  was ju s t  a slap in her face, and 
she is  a high achiever in that she knows where she is  headed and she 
attempts to get th e re .  She knows the way to get there and how to do i t ,
but she was never accepted. All our deans here are men.
Analysis of the Responses about Racism and Sexism
Equal opportunity in the workplace has been a matter o f  law fo r  
more than two decades. Even so, Black professionals continue to  face  
formidable obstacles to  success.
Discrimination based upon racism and sexism against women seeking 
jobs continues to be a serious problem in the nation 's  colleges and 
u n iv e rs i t ie s ,  despite a widespread perception to  the contrary , according 
to  a study released by the University  of C a l ifo rn ia  (Roark, 1987).
Nine of the respondents f e l t  th a t  th e i r  career development had been 
affec ted  by e ith e r  racism or sexism or both. Some reca lled  s p ec if ic  
instances while others presented general accounts.
All o f the other partic ipants  stated th a t  both racism and sexism 
existed w ith in  the un ivers ity  s e t t in g ,  although they did not see th e i r  
own careers as having been affected  by e ith e r  one or both.
One o f the administrators o r ig in a l ly  nominated fo r  p a r t ic ip a t io n  in  
th is  study recently  se tt led  her m u lt im il l io n  d o l la r  race d iscrim ination  
s u it  against the North Orange County Community College D is t r ic t  on 
October 8 , 1987. Leadie Clark was the f i r s t  Black chancellor of a
¥ ....................
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community college d i s t r i c t  when she was appointed in 1977. Her federal 
lawsuit was f i l e d  in A p r i l ,  1985. Clark is  s t i l l  looking fo r  a job as a 
community college chancellor.
With both racism and sexism, the essential element revolves around 
the theme of dominance. For years, men have dominated women and Whites 
have dominated Blacks and other m in o r it ie s .  Members o f  dominant groups 
use t h e i r  accepted superior power to  demean and subvert the attempts of  
people in subordinate groups to equalize the s ta te  of power. The task  
then is  to convince the dominant group to re linquish some o f i t s  power, 
a task not widely accomplished at present. Economic strength is  
probably the most e f f i c ie n t  method of equalizing power.
Responses of the Part ic ipan ts  to the Questions Concerning Competitive 
S p ir i t
Question: How important is having a competitive s p i r i t  to your career
advancement?
Marie Allen President
W ell,  I don 't  th ink  competition has been important because I d id n 't  
aspire to  be a president; i t  ju s t  happened. I wanted to  be dean of 
in s tru c t io n .
Joyce Pederson President
T o ta l ly ,  because more is expected and in order fo r  one to  be judged 
equal, one has to be much b e t te r ,  much fa s te r  and ju s t  exh ib it in g  more 
superior performance in a l l  ways. Competition has been the key element. 
Margo Vaughn President
Yes, competition is  important, but people have to remember tha t
F ~  '
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geographical m ob ility  is very much involved in competition. You can 
hardly stay in the same location and expect to f in d ,  by luck , that you 
can get a job moving you up in the adm in is tra tion . Now i t  may be that  
i f  one is  in a densely populated area, one might be able to move from 
one college in the same region to  another one. But very often you don't 
usually cross systems. You can cross from a un ivers ity  system to a 
college system, but not from a community college to  a four year co llege,  
and not a four year college to a community c o lleg e . But very often i f  
you are involved in ,  l e t ' s  say, the UC system and you would be very 
a t t ra c t iv e  as a ju n io r  adm in istrator from the UC system, you would be 
very a t t ra c t iv e  to  the CSU system or the p r iva te  system because of the  
status of the in s t i tu t io n  from which you come. But you would ra re ly  be 
selected from a community college to go to  a four year college because 
there are special d ifferences in community co lleges. All o f them are 
very f in e ,  wonderful in s t i tu t io n s  but d i f fe r e n t .
Connie Anderson Vice President
I think tha t I could only ta lk  about me as a person. My motivation  
is  not competitive, and I  have never p a r t ic u la r ly  wanted to be one of 
the pack of hounds chasing a mechanical ra b b it .  I ju s t  don't work tha t  
way. My approach is  much more cooperation. I am much more interested  
in moving groups of people along to  the positions that have to be made 
rather than running out and making them so I can be f i r s t  and then have 
the c re d i t .
Betty Baker Vice President
I t  is  very important in a pos it ive  sense. Not in the sense of i t ' s
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you or me, do or d ie ,  or th a t  kind of s p i r i t ,  but I  th ink th a t  someone 
in  a career such as mine has to recognize th a t competition is  a fa c to r .  
There are re a l ly  not a lo t  of new jobs in higher education and not very 
many new u n iv e rs it ies  are being created so i t ' s  a matter la rg e ly  o f ju s t  
changes in personnel and the same people a va ilab le  fo r  those positions. 
This means, then, th a t  you must compete with colleagues who are often  
not at the same u n iv e rs i ty ,  fo r  positions a t the next higher le v e l .  In 
th a t sense competition is important. But fo r  success on the jo b ,  fo r  
example, I don 't expect to change my career in the next four years; 
th e re fo re ,  a competitive s p i r i t  is not re a l ly  a part o f what I am doing 
now.
Marilyn H i l l  Vice President
In my own way, I am not p a r t ic u la r ly  ambitious, and I have been 
s e lec t ive  in what I want to  do. I  th ink  you have to  have a s p i r i t .  I 
don't know i f  I would use the word com petit ive , because i t ' s  sometimes 
more important to  be a team player ra ther than buying in fo r  y o u rse lf .
I th ink you have to have a kind of enjoyment fo r  your jo b . I 'v e  been in 
my position for ten years and i t ' s  ju s t  l i k e  I s tarted  three  years ago;
I mean i t ' s  s t i l l  good. So th a t 's  important, but I th ink  sometimes 
women make the mistake that they have to  do what men do and I  don 't do 
th a t .  I am the th i rd  person in charge of the u n iv e rs ity ,  and there is  
no way th a t I  can cut somebody's th roat or something.
Mary Smith Vice President
Competition is  keen in a un ivers ity  and you must be able to r is e  to  
the occasion. Having a competitive s p i r i t  gives you th a t extra  d r iv e .
f  " ............................  '
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There are only a l im ited  number o f  positions at the top , and you must be 
highly competitive in order to obtain one.
Donna Lane Dean
I t  is  absolutely  e s s e n tia l .  And I  say th a t  even though I  did not 
have any asp ira tion  in terms of adm in is tra tion . But when i t  comes to  
competition in terms of being regarded as a scholar in excellence and 
a l l  th a t  kind o f s t u f f ,  I fee l th a t  is  the thing th a t  separates the  
people who re a l ly  make i t  from the people who d o n 't .  So the competition 
is  w ith in  y o u rs e l f ,  but i t ' s  th ere .
Barbara Odom Dean
I th ink  i t ' s  important. I don't th ink  i t  needs to overshadow your 
humanity. I am a competitive person by nature; I l i k e  competition. I 
don't necessarily  th ink  competition needs to be h u r t fu l .  I am
p a r t ic u la r ly  in terested  in personal development, personal growth, and I
compete more than other people, against m yself. I am always setting  
goals fo r  myself and going out and achieving them. I sometimes set my 
goals too high, but I  expect more from myself than I do from other 
people. I th ink  there is  a certa in  amount o f  th a t  competitive s p i r i t  
th a t is  involved in any s itua tion  where there  is  a pyramid, and as you 
get to  the top there is more and more th a t  you have to do to d istinguish  
yourse lf  from other peole. You have to ta lk  about why i t ' s  important 
th a t  you have the job f i r s t ,  then someone e ls e .  And I th ink  again,  
women are not socia lized  to  do t h a t - - t o  brag about themselves and to  
i n f la t e  what they do. But I th ink  i f  you ta lk  about your strengths and 
you lay  them out th e re ,  a lo t  of those strengths should speak fo r
F
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themselves since you have the experience. I f  a s itua tion  comes up as 
challenging, I be lieve  in going fo r  i t .  I be lieve in try in g  to  come up 
with the idea or to  come up with the so lu tion , the program th a t  is  going 
to change th ings . I f  th a t 's  being com petitive, I guess I am competitive  
enough.
Pam Brown Assistant Dean
I th ink i t ' s  important because I  th ink you have to be w i l l in g  to  
compete professionally  with your peers, whoever they are . At certa in  
points , people don 't  want to  compete; i f ,  fo r  example, you f in d  out tha t  
your Black colleague is  going a f te r  a s im ila r  pos ition . I th in k  you 
have to look at competition as healthy, but a t the same time you have to  
have a system o f cooperation th a t you c a l l  upon so th a t you can a l l  go 
to work together to help make everyone's job easier and I 'v e  re a l ly  
drawn on those resources on campus. I sort of called everybody in to 
get involved in student l i f e  because there are so few of us anyway and 
students need so much. They need to  have th a t  f r ie n d ly  face or tha t  
in v it in g  face in a l l  areas of the un ivers ity  and that can 't  be done by 
one person or one o f f ic e .  So I th ink  both cooperation and competition  
are necessary to advance your career. When you are ca lled  upon to  
demonstrate your competence, you have to do th a t as though you were in 
competition. And you are always in competition when you are in a 
position l ik e  mine to  show that you are not favoring your Black 
re s p o n s ib i l i ty .  In fa c t ,  your competence is  measured by how well you do 
in the mainstream.
Jean Campbell Assistant Dean
I th ink i t ' s  important espec ia lly  in th is  school because I  am
¥
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working almost e n t i r e ly  with men. Most of the women are support s ta f f  
and secre ta ria l s t a f f .  We have a few women teachers and they are 
mainly White females. In terms of administration I am the only Black 
woman on the dean's f lo o r .  I  am the only Black administrator in th is  
school so I  mainly work with men—men who feel th a t women should be 
secre ta ries . And Black women, w e l l ,  I  don't know what they feel about 
us.
Mary C a r l is le  Assistant Dean
As a Black woman, I have to compete with people from a l l  ethnic
backgrounds including White men and women and Black men. We a l l  are
a f te r  scarce resources. I f  you want to  advance in th is  profession, you 
have to have a competitive s p i r i t .  I don't mean th a t  in a nasty way. I 
mean you must have the basics and then some. I t ' s  also important to  
cooperate.
Denise Hall Assistant Dean
I t ' s  as important as having a competitive s p i r i t .  Well, you know,
I say tha t in a l l  s in c e r i ty ;  I mean i t ' s  a nice way of sidestepping the 
issue, but also I believe th a t .  I mentioned e a r l i e r ,  I th ink  th a t I had 
b e tte r  be my best competitor. So, in th a t  sense, I'm very, very 
competitive. And th a t  gets me in to  trouble  with kind of balancing my 
l i f e  at times, but then you know I don't know too many people who are 
the go-getters in the world who don't have to deal with th a t  problem. 
But, the other part is  knowing how to  deal with people, and when to  
compete and when to cooperate. And sometimes when not to compete. One 
of the things that I think we as Black people can work on is  cooperating
n
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in terms of helping each other to move ahead and recognizing the 
competitive aspect o f  any profession. I t ' s  not ju s t  higher education. 
I 'v e  had s ituations  where I 'v e  gone in to  a pool with f r ie n d s ,  and we 
acknowledged: "Hey, l e t 's  help each other and i f  you don 't  get i t ,  then 
I want i t .  I f  I don 't  get i t ,  then I  want you to  have i t . "  That's the 
cooperative-competitive win th a t  I  see. You go out fo r  i t  together and 
you feel good about i f  you get i t  or i f  the other person gets i t ,  or i f  
neither of you get i t  but th a t you both worked together.
Leslie  Moore Assistant Dean
I t  is absolutely  important, although i t ' s  not what fue ls  me. To 
me, i t ' s  an in terna l standard of achievement. I compete a lo t  with 
myself.
Dana Reese Assistant Dean
I th ink  i t  is  very important because i t  is  necessary fo r  me to  
achieve and to do a job w e l l .  I f  there is  a challenge th e re ,  th a t is 
food fo r  me and I go a f te r  i t .
P a tr ic ia  Davis Di rector
Very important. In order to survive in th is  environment, you must 
be very competent which allows you to compete with other colleagues. 
Theresa E llison Di rector
Extremely important. You have to  want i t ,  and you have to  be
w i l l in g  to get out there and show th a t you want i t .  You must have
in te g r i ty .  I  fee l th a t  very strongly . There is  no one th a t  I have ever
worked with before th a t I c an 't  face again. I r e a l ly  do not believe in 
playing games. I be lieve  in winning because you have earned i t ,  not
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because you have hurt other people being dishonest and so fo r th .  But I 
th ink  you have to be ambitious; you have to go a l i t t l e  b i t  beyond being 
assertive  at times and be a compassionate aggressor.
Rene Manson D irector
I do not believe th a t a competitive s p i r i t  on th is  campus has 
anything to do with career advancement. You are e i th e r  one o f the 
chosen, or you are not.
Robin Wheeler Di rector
Having a competitive s p i r i t  is very important to  career 
development. Competition drives our c u ltu re .  But as women, we must 
also be w i l l in g  to sometimes help each o ther. I see cooperation as 
important too. We need to help each other move along.
Analysis of the Responses about Having a Competitive S p ir i t
Healthy competition can be an important tool fo r  managers. I t  can 
perhaps keep one focused and can ass ist in bringing out a l l  o f one's 
ta le n ts .  On the other hand, competition, much l ik e  absolute power, 
corrupts . Healthy competition can serve to  help balance positional 
power and prevent arrogance.
F ifteen  of the respondents stated th a t  to  be part of fa i th fu l  
opposition (much as a m inority  party functions in a le g is la tu re )  is  
important to the competitive s p i r i t  of the organization and to  the 
career development of the adm in is tra tion .
Even though these administrators were com petit ive , they preferred  
to compete with themselves. Self-com petition was seen as more desirable  
than competition among peers.
ii-
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Fisher (1988) has observed th a t competition today among working 
women is  an exceedingly sore subject, more charged than sex, money or 
r e l ig io n ,  "perhaps the la s t  remaining conversational taboo" (p . 34 ) .
This was not found to be true  among th is  sample. However, Fisher 
observed th a t women in competition were th e i r  own worst enemies and 
questioned whether women were meaner to  each other than men were.
Kanter (1985) would explain the existence of th is  question by 
recognizing tha t women in management are s t i l l  a m in o rity ,  and as such 
they feel powerless. Therefore, women see other women rather than men 
as competing d i r e c t ly  fo r  scarce status and power.
Men and women are taught to compete in d i f fe re n t  ways. Men compete 
and play by the rules of organized sports while women are playing by 
what Fisher called "Mother's Rules." This type of competition has been 
described by men as cat f ig h t in g  and has done incalcu lab le  damage to  
women's chances of being taken seriously  by th e i r  male peers and bosses.
The findings from th is  group of respondents suggest th a t  the queen 
bee manager—the female boss who contrives to keep other women down—who 
was promoted in the 1960s and 1970s is  no longer a problem. In fa c t ,  
some observers th ink  th a t the queen bee is  becoming an endangered 
species.
Six o f  the 15 administrators were concerned with the need fo r  a 
cooperative s p i r i t ,  as well as competition. Three said th a t  helping 
people move ahead and moving people along were more important than 
moving themselves a t  the expense of others. One wanted to  work together
I
and another respondent placed importance on being a team p layer.
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Four of the respondents, or 21%, did not fee l th a t havTncfaI
competitive s p i r i t  was important to  th e i r  career development. This may
perhaps suggest th a t these women were also more interested in
cooperative behavior.
Responses of the Partic ipants to the Question Concerning Risk Taking 
Question: Do you believe th a t  taking risks was essential to your
success? I f  so, in what respect?
Marie Allen President
I d e f in i te ly  think so. When I  look back on how I f i r s t  got to be a 
dean, a t the risks that I took, I almost shudder! I l e f t  th is  
in s t i tu t io n  where I had been a fa c u lty  member fo r ten years. I  gave 
th a t  up to go to Kansas City to  work as the dean o f instruction  fo r  a 
brand new school. I d id n 't  know th a t  the school was going to be
successful or th a t I was going to  be successful. But I  th ink th a t  I
enjoyed the challenge of try in g  to get the school s ta rted . Not knowing 
people and having to develop re la tionships  can be a whole can o f  worms. 
I t  was a l l  quite  challenging and quite  r isk y ,  and the fac t tha t I was 
able to be very successful in th a t arena, I th in k , can build up an 
in s p ira t io n .
Joyce Pederson President
I had to take risks in terms o f m o b il i ty .  I have worked on both 
coasts. In order to obtain the leve ls  of advancement that were 
important to me, I have had to take a number of risks in terms o f moving 
from one community to another and also in terms of going from one 
u n ivers ity  to a community co llege . I w i l l  probably take more risks in
f  “ "
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my career and there  are job security  r isks th a t  go with th a t  because the 
absence of tenure is  in i t s e l f  a r is k .
Margo Vaughn President
Risk taking is  important but not paramount to my career 
development.
Connie Anderson Vice President
Absolutely! I  th ink th a t i f  I wasn't w i l l in g  to  take risks I would 
probably s t i l l  be a research assistant a t the' un ivers ity  where I 
s ta r ted .  I  fee l  i t  is  important fo r  me to  experience a sense of
autonomy in what I do, and part o f th a t  fe e l in g  of autonomy is knowing
tha t I can walk away from th is  jo b , th a t there is  a l in e  in my gut below 
which I  w i l l  not go, th a t I w i l l  not compromise my in t e g r i t y .  So there  
have been times when acting out of a sense of my own eth ica l center tha t  
I have taken risks because I have been w i l l in g  to  lose.
Betty Baker Vice President
Yes, but not paramount. I t  was a s ig n if ic a n t  fa c to r ,  and I'm not 
ju s t  playing with words, I don't th in k .  One must be w i l l in g  to take 
r isks because in higher education, as you know, there i s n ' t  any decision 
t h a t 's  r e a l ly  sacred. In fa c t ,  there is  th is  other group of
adm in istra tive  fe llows who want to  ta lk  to  me about a decis ion . All
decisions can be challenged so tha t i t  is  necessary to weigh the factors  
as c a re fu l ly  as possible and to  look a t the a lte rn a t iv es  and 
consequences, both negative and p o s it iv e ,  and determine i f  they are a l l  
following one d ire c t io n  rather than another d ire c t io n ,  and then you do 
i t .  So you are always taking risks and i t  is  very important tha t you
I
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take r is k s ,  but they are calculated r isks . They are informed risks to  
the extent possib le .
Marilyn H i l l  Vice President
You have to  be able to  r isk  and t r y  i t ,  or to say th is  i s n ' t  going
to work and not t r y  i t .  I  th ink you have to  be a r isk  taker to a
certa in  degree.
Mary Smith Vice President
I wouldn't say th a t  i t  is  paramount, but i t  c e r ta in ly  has been 
important. People who never take risks have very l i t t l e  to show for  
th e i r  safe behavior. Decision making always involves a r isk  because not 
everyone is always going to agree with your decis ion . You must 
frequently  r isk  f a i lu r e  to gain success.
Donna Lane Dean
Some others might consider i t  paramount in a sense. I have never
f e l t  i t  necessary except as something I have to l i v e  w ith .  You take the
risks th a t by the time you find out what is  worth putting up with in
order to  stay here, i t  would be too la t e .  I th ink  r isk  taking has been
something th a t I have constantly had to do.
Barbara Odom Dean
The job o f a dean is  to  provide leadersh ip . Leadership by 
d e f in i t io n  means you take risks because there  are things you 're  looking 
at th a t  other people c an 't  see. There are places you want to go that  
other people can 't  see, and i t  is  up to you to  negotiate how to get 
th e re .  Again, other people can 't  always see what i t  is  you're  th inking.  
I th ink  that you have to  be able to take risks in environments where
F  '.......
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people t ru s t  you, so i t ' s  a matter of build ing a foundation of t r u s t .
In working with people as I do, I am p re tty  consu ltative  about what I 
do. You work with people so th a t when you do take th a t r is k ,  people 
fee l comfortable and don't challenge you as much. You work with people 
enough so th a t they know you and you know them. So when you do 
something l ik e  th a t ,  your fa c u lty  supports you, and then the  
administrators th a t  you report to  also support you. They don't always 
understand what i t  is  you are doing, but they f ig u re  i f  they have 
confidence in you and your a b i l i t y  to make good decisions, then they 
w i l l  back you.
I f  you don't take r is k s ,  then you haven't gained anything as I see 
i t .  Part o f l i v in g ,  part of l i f e ,  part of moving on to  the next level  
is  getting  out there because i f  i t  w eren 't ,  i t  would have happened a 
long time ago. People who are leaders have to  be out there by 
themselves sometimes. And most of the t im e, I  do things based on 
in t u i t io n ,  based on when I have a good fe e lin g  th a t  th is  is  the r ig h t  
thing to do. I would have thought about i t  a long time and I would have 
weighed th ings, but i f  i t  fee ls  l ik e  the r ig h t  th ing to do or i f  i t  is  
something th a t  is  going to ben efit  the program in the long run, then I 
go fo r  i t .  I don't take hazardous r is k s ;  I take calculated r isk s ,  and I 
do i t  a f te r  a l l  the s c ie n t i f ic  evidence is  weighed. Then there is a 
point where you ju s t  go fo r  i t .
Pam Brown Assistant Dean
I th ink  you have to be bold. I th ink  these in s t i tu t io n s  are s t i l l  
grappling with what to do with us now th a t  they 've l e t  us in here.
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We're not going very f a r ,  very fa s t .  I f  you don't ask, you don't get. 
Sometimes you have to ask fo r  things th a t seem outrageous because that  
moves the in s t i tu t io n  a l i t t l e  closer to  creating what should be there 
anyway i f  th e y 're  going to re a l ly  be promoting cu ltu ra l d iv e rs i ty  as 
they espouse. I  think you have to take r isks ; you have to  operate
within systems o f protocol and use appropriate procedures. But you also
have to be bold.
Jean Campbell Assistant Dean
Yes, I  do. Risk taking is  paramount in getting  promotions fo r  
sure. My boss could have ju s t  said , see you la t e r ,  but he did not. You
have to  set the stage so people don't say no, and th a t 's  taking a r is k .  
But i f  you set i t  r ig h t ,  I  th ink you are going to  get what you want. 
Nancy C a r l is le  Assistant Dean
L ife  i t s e l f  is  a r is k .  Taking risks is  important but they should 
be weighed against the consequences. Every time I take a new position,
I take a r isk  because very l i t t l e  is ever c e r ta in .
Denise Hall Assistant Dean
Yes. I'm a r isk  ta k e r .  But I'm a calculated r isk  tak er .
Leslie  Moore Assistant Dean
Probably a t every le v e l .  Coming out here, being fo r ty  years o ld ,  
and saying I'm th is  Black woman you need, I th ink  was r is k y .  Turning 
down a teaching job at Harvard was r isk y ,  but I ju s t  knew th a t  something 
else was happening. I  have taken jobs on 24 hour n o tic e , and I  bopped 
o f f  to Africa once to do a job tha t turned in to  a long range one. My 
career parth, s a la ry ,  and income have looked l i k e  a checker board and I
r ...........
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think th a t is r is k  ta k in g . I'm too old now to  be comfortable about
being too poor, so I  am fe e lin g  sometimes a l i t t l e  sad about my
in a b i l i t y  to be as f l e x ib le  as I  was.
Dana Reese Assistant Dean
Yes, I  th ink  so. I  was w i l l in g  to  take on new jobs th a t  I  had not 
done before or jobs th a t  a c tu a lly  had to  be designed. The willingness  
to move out of known t e r r i t o r y  in to  unknown t e r r i t o r y  is  taking a r is k .
I have never been a fra id  to take r is k .
P a tr ic ia  Davis D irector
Yes, and in every respect. You have to  be w i l l in g  to  take on new
challenges and i f  you are not quite sure, you have to  be w i l l in g  to move 
from one place to the other even though i t  would be probably easier fo r  
you and your immediate personal l i f e  to  stay where you are . You have to
go where the opportunit ies  are .
Theresa E llison D irector
Absolutely, you cannot play i t  safe and make i t .  Look a t the way
that I  took th is  jo b .  I could have remained an associate d ire c to r  fo r
the rest of my l i f e  here, but I wanted th is  job and i t  seemed l i k e  the 
best way to  go, so I  went a f te r  i t .  But i t  was a major r isk  because 
there was no new money and th a t cut out some other options in the other 
un it with which I worked. I think you have to  take r is k s ;  regu larly  you 
have to expose y o u rs e l f ,  not in personal ways, but I mean to ju s t  get 
out there and make some hard decisions th a t  p o l i t c a l ly  everybody is  not 
going to agree w ith .  And then you have to  have the a b i l i t y  to be able 
to work through th a t .
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Rene Manson D irector
In a sense, tak ing risks has been important. I have dared to be 
comfortable with myself. I  know my a b i l i t i e s ,  and I happen to  l i k e  me. 
This has enabled me to  be up fro n t in dealing with my superiors without 
being antagon istic .  I have t r ie d  to  deal p o s it iv e ly  with my 
disappointments.
Robin Wheeler D irector
I believe in tak ing  risks but they must be calculated r is k s .
Taking a r isk  can be paramount to any career. You even take a r isk  ju s t  
in selecting your career. So yes, risks are always involved so they 
must be weighed.
Analysis of The Reponses about Risk Taking
Risk taking is  a behavior frequently  associated with leaders and 
managers. Being able to  take a r is k  means th a t you accept the  
responsib lity  and consequences o f potentia l f a i lu r e .  Being able to take 
a chance or gamble with one's career development was seen as benefic ia l  
fo r  these adm in istra tors .
The respondents expressed th e i r  r isk  taking behavior in terms of  
getting  promotions, being comfortable with oneself, m o b i l i ty ,  and 
decision making. Making a decision requires the decision maker to r isk  
being wrong. Seven of the nine l in e  adm inistrators spoke of r is k  taking  
in terms of the decisions they were required to make.
All o f  the respondents f e l t  th a t r isk  taking was essential to th e i r
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success. Their descriptions of r isk  taking included such statements as 
"you must be w i l l in g  to move to unknown t e r r i to r y "  and " i f  you don't  
take r isk s ,  then you haven't gained anything." One adm in istrator noted 
th a t "leadership by d e f in i t io n  means you have to  take r is k ."
Although a l l  o f  the administrators saw r isk  taking as an essential 
component to th e i r  success, i t  was not without a few caveats since the  
administrators made the fo llowing comments: (1) don't take hazardous 
r is k s ;  (2) take only calculated r isks; (3) weigh th ings; (4 ) be w i l l in g  
to lose; and (5) deal p o s it iv e ly  with your disappointments.
Responses of the Part ic ipants  to  the Questions Concerning Accomplishing 
More and Deciding Faster
Question: How has your a b i l i t y  to accomplish more and decide fa s te r
than your peers figured in your career success, i f  at a l l .
Marie Allen President
W ell, I'm not sure I  th ink  fa s te r .  In fa c t ,  th a t 's  very 
in te res tin g  because th is  la s t  Monday, I did a leadership workshop with  
my s ta f f  and revealed to them my scores on the leadership tes ts  tha t  
were taken, as well as my personality  inventory scores. I'm not sure 
th a t I th ink  fa s te r ,  but I am a very thorough person because of my 
background and t ra in in g  in mathematics. We are very a n a ly t ic a l ,  and I 
apply those same s k i l l s  in my every day work. So i t ' s  not th a t I think  
fa s te r ;  i t ' s  tha t I am more thorough probably, whereas other people are 
dealing with th e i r  in t u i t io n .  Not th a t I  don't use in t u i t io n ,  I
f   '  "
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c e r ta in ly  do. But other people are dealing with th e i r  fe e l in g s ,  and I 
am dealing with the fa c ts ;  and I ju s t  can cut through things very 
quickly and ju s t  get r ig h t  to  the heart o f  i t .  I  th ink  th a t  has helped 
me.
Joyce Pederson President
As I said e a r l i e r ,  espec ia lly  with Black women who are not i n i t a l l y  
respected or taken ser ious ly , i t  is  very, very important to have done 
more, to  w rite  b e t te r ,  to have a f u l l e r ,  more sophisticated presentation  
in order to be taken seriously to begin w ith . C erta in ly  in order to  be 
entrusted with responsible positions, i t  has been absolutely e s s e n tia l .  
Margo Vaughn President
I f  I had not been able to accomplish more than my peers, th is  job  
never would have been offered to me. In th is  type o f p os it ion , you must 
be able to o f fe r  something more than your competitors.
Connie Anderson Vice President
No, I don't th ink  so, but I don't r e a l ly  l i k e  th is  question.
Betty Baker Vice President
The a b i l i t y  I have is  th a t from the beginning I  asked fo r  a great  
v ar ie ty  of things to do. In an adm inistrative p o s it io n , i t  is  very easy 
to do nothing. You can do as l i t t l e  as you want— fo r  a while anyway—or 
as much as you want. I th ink  th a t my a b i l i t y  is  my w illingness to  
accomplish more and to  do more things.
Deciding fa s te r  is  another issue. The kind o f position th a t  I have 
is  not a competitive one. Going back to  your e a r l ie r  question, I s t i l l  
am not certa in  about the answer to a competitive s p i r i t  because there is
F '
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only one academic vice president in the u n iv e rs ity .  The other vice  
presidents have d i f fe re n t  re s p o n s ib i l i t ie s ,  and I  have to cooperate and 
work with them. So I th ink th a t  deciding fa s te r  is  not important in  
th is  kind of s itu a t io n .  I t  is  necessary to act promptly and to  not 
procrastinate and to not give the impression of stumbling and fumbling 
or the decision w i l l  be made by d e fa u l t .  So i t  i s n ' t  a matter o f being 
fa s te r  than someone who is  a peer so much as i t  is  being fa s te r  than the 
s ituation  can change.
Marilyn H i l l  Vice President
I  do not quite undertand that question. I  would th ink th a t because 
I am an e ffe c t iv e  adm in istra tor, the president pays me marvelous 
compliments p u b lic ly .  I am one of his best adm in istra tors . He also 
knows th a t I am very loyal to  him, but I th ink  th a t I am very e f fe c t iv e  
a lso . Even so, I know th a t  I am on a systemwide team. I'm the one 
th a t 's  called upon, I am aware o f the recognition , and I know that I am 
successful. I guess th a t means I  can accomplish more.
Mary Smith Vice President
I am not sure I  understand th is  question. I 'v e  made some 
accomplishments but probably not more than my peers.
Donna Lane Dean
I c e rta in ly  don't th ink I  have always decided fa s te r  about th ings.
I th ink  on the one hand, I t r y  to make decisions based on ra tional  
th ink ing  rather than out of an emotional kind o f content which sometimes 
does take a l i t t l e  more time to do. On the other hand, I th in k ,  with 
the students, one o f the things they r e a l ly  get upset about the facu lty
r    “  ' ................................~
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is tha t some of the fa c u lty  do not have the sense of t h e i r  own 
timeframes.
Barbara Odom Dean
I th ink my success has been the resu lt  o f being capable but also  
being a t the r ig h t  places a t the r ig h t  tim e. Timing is  c r i t i c a l ,  and I 
th ink th is  is  something th a t  I  have been able to  take advantage o f .
Case in po in t.  In terms o f my peers, when I discovered th a t  I  had the 
knack fo r  doing th is  adm in istrator s t u f f ,  I found i t  ju s t  sort o f comes 
natural to me. Then I thought, oh, sure, I see both sides of most 
issues. I see th a t  there is  another side; I see another way to do t h is .  
Being a fa c u lty  member, sometimes you get a narrow myopia from above.
As a fa c u lty  member, I never had the opinion th a t  everything th a t the  
adm inistration did to us was malicious or was d e l ib e ra te ly  done.
And I  th ink  some of th is  knack fo r  doing adminstration may have to  
do with some o f the problems that I worked out in the real world before 
I came in to  the u n iv e rs i ty .  I 'v e  always been involved in community 
a c t iv i t y  and voluntary  a c t iv i t y  and have always run programs and have 
had some nonuniversity  management experience, from a teenager on. From 
being the superintendent o f  a Sunday School to running th is  or th a t  
group, being president o f th is  or th a t  c lub, I have always had a knack 
fo r  leadership kinds o f th in g s . And then I became a fa c u lty  member. I 
always had th a t  o ther view, but I'm not unique th a t  way. There are 
other professors who have also had those kinds of experiences. I  th ink  
what happened is  th a t  I  was offered opportunities a t c r i t i c a l  points 
along my l i f e ,  and I  took advantage o f the positions o ffered  me a t other
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leve ls  th a t  my peers were not able to g e t,  l i k e  the administrative  
fe llowship experience as a ju n io r  fa c u lty  member. When I was in a 
graduate school, I got awarded a foundation fellowship fo r  m inority  
students at the time when the fe llowship f i r s t  came out. I was also  
f i r s t  in an adm in is tra tive  fellowship program. There were a couple of 
other f i r s t s  that I was able to  take advantage o f .  Being capable is  
necessary but timing is  c r i t i c a l .
Pam Brown Assistant Dean
I th ink  tha t I am ju s t  very determined and very persistent and that  
I tend to not l e t  the normal kinds of b arr ie rs  stand in my way. I think  
those are the q u a l i t ie s  th a t I  have contributed, the a b i l i t y  to get 
positions th a t seem to  be progressing me up the ladder of 
adm in is tra tion . As much as I 'd  l ik e  to  k i l l  the myth of the superwomen, 
I think most adm in istra tors , and p a r t ic u la r ly  in places l ik e  t h is ,  have 
to  show some kind of commitment to the in s t i tu t io n ,  to  the jo b , and to  
professionalism th a t  does require a superhuman e f fo r t  i f  you're going to  
juggle other things l i k e  fam ilies  and personal commitments. So you 
have to exert what looks l ik e  a superhuman e f f o r t  to be competent and to  
keep your l i f e  together. So I'm not sure i t ' s  making decisions fa s te r ;
I th ink  i t ' s  persistence and determination.
Jean Campbell Assistant Dean
My peers are here; we a l l  have d i f fe re n t  jobs. I would say i t  has
d e f in i te ly  made a d if fe re n c e .  When you are a m inority  person, you end
up doing everything fo r  m inority  k ids. My o f f ic e  takes care of 
everything: m inority  fe llow ships, m inority  scholarships fo r
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undergraduates, m inority  recruitments, and every tension th a t  has to do 
with minority people. What I  am try in g  to  do is  to  get the other people
I  work with to  do the same type of work with me as they would do fo r  the
dean. For instance, in development, I have to w rite  proposals; I raise  
a l l  my money. All the money fo r  my program has been raised by me and I 
get no money from the school. The only thing the administrators give me 
is my sa la ry . Everything e lse I  have to  get from the outs ide. But we 
are try ing  to turn th is  around. I d e f in i te ly  th ink i t  has, but I can 't  
compare th is  s itu a t io n  with my peers so much since we are doing
d if fe re n t  th ings. But I would say th a t the things I do accomplish,
espec ia lly  those th a t impact on the whole school of engineering, are
probably things th a t  my other peers c an 't  do or don't have the
re s p o n s ib il ity  to do. And because of th a t when I do i t  and i t  is  
successful, then i t  looks l i k e ,  w e l l ,  she is  accomplishing a lo t  more 
than her peers who are also doing what they are supposed to  do, but 
t h e i r  job re s p o n s ib i l i t ie s  are so d i f fe re n t  so i t  may not look to  
outsiders l i k e  they are getting  a lo t  done.
Nancy C a r l is le  Assistant Dean
I don't know how to  respond to  th is  question. Accomplish more and
decide faster? No, I  don 't  th ink  so.
Denise Hall Assistant Dean
My a b i l i t y  to work fa s te r  and accomplish more? W ell,  I'm sure 
those have played a ro le .  But I  don't know any more so than they have 
fo r  anybody e lse . We're in a society th a t supports and recognizes and 
rewards working fa s t  and doipg a l o t .  We're quantity  and q u a l i ty .  You
F "    '
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go to another c u ltu re ,  and th a t 's  not usually the case. So, I think i f  
one is  to survive and excel in th is  kind of an environment with  
Americanized values th a t ,  yes, people who do s tu f f  fa s te r  and better are 
going to be those th a t w i l l  be seen, and the people who are seen are the 
ones th a t are going to  get the jobs.
Leslie  Moore Assistant Dean
This question doesn't make any sense to  me.
Dana Reese Assistant' Dean
I  don't know how to answer that questions because I fee l that I 
have actu a lly  been very slow in achieving what you might term success in 
re la tionsh ip  to other people.
P a tr ic ia  Davis D irector
I  work very hard. I work fourteen hours a day, almost s ix  days a 
week. I'm o lder so I am not as physica lly  angry as a number of my Black 
s is te rs .  Because I am older and more mature, and although I am in a 
ju n io r  adm in istra tive  p os it ion , most o f  the men l i k e  the senior vice 
president who is only three weeks older than I am, t r e a t  me d i f fe r e n t ly  
than they t r e a t  an incoming new person. I'm with a prestig ious  
u n ivers ity  so I don't tend to react in the same way to  a lo t  of things 
as other Black women might because I f ig u re  th a t my goal is  to  get as 
much as I can and to move ahead, and I choose my b a tt le s  and ignore a 
lo t  of things.
Theresa E llison D irector
I t ' s  hard to be th e re .  You know as you asked th a t  question, I was 
re ca ll in g  my grandmother. I was raised by my grandmother who was
r  " .............
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probably the most in t e l l ig e n t  woman I had ever met and she was a 
domestic. But I remember her saying to  me, "You could never be as good 
as, you have to be b e tte r ."  In the s ix t ie s  I f e l t ,  damn, th is  is  a 
burden; I want to ju s t  be me, but she was r ig h t .  So I  have to do extra  
reading. I am also a mother and a s ing le  parent. I  am about to  change 
the single p a r t ,  so many nights I d o n 't  get to  bed u n t i l  one or two a.m.
because I want to do an analysis o f a report or budget c a re fu l ly  so tha t
when we come together, I am ahead. And th a t  is  because, i t ' s  often  
perceived th a t women and women of co lor are behind, so you have to  
compensate fo r  th a t .
Rene Manson Di rector
I don't understand th is  question.
Robin Wheeler Di rector
I can 't  answer tha t question.
Analysis of the Responses about Accomplishing More and Deciding Faster 
The career issue of being able to  accomplish more and decide fa s te r  
than one's peers was analyzed by using a continuum re la t in g  to  
confidence. Responses were placed under the headings o f confident,  
somewhat confident, not confident.
Only four o f the nineteen respondents were confident o f th e i r  
a b i l i t y  to decide fa s te r  and accomplish more than t h e i r  peers. Seven 
other respondents were somewhat degree confident and q u a l i f ie d  t h e i r  
responses by focusing upon other issues such as w ill in g n ess , success, 
being thorough, c r i t ic a l  t im in g , and being in the r ig h t  place at the 
r ig h t  time.
w
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Eight o f the respondents were f l a t l y  not confident in  th e i r  
a b i l i t i e s .  An unplanned group o f responses f e l l  under the not confident 
category of no response. Six of the respondents stated in one way or 
another th a t they did not understand the question and thus could not 
respond. However, ju s t  as making no decision is  a decis ion, e lec ting  
not to respond to  a statement embracing a view o f self-confidence  
perhaps would in d ica te  a lack of confidence. Shakeshaft (1987) proposed 
th a t:
what has often been seen as a personal f o i l in g  o f women--lack 
of se lf-con fidence—might be more accurately seen as a 
consequence of a sex-structured society th a t  generates a 
b e l ie f  in females th a t they lack a b i l i t y — a b e l ie f  reinforced  
by an organizational system th a t prevents women from 
developing confidence in public sphere a c t iv i t i e s  through both 
lack of opportunity and lack o f pos it ive  feedback. Th is , then 
is  an e x te rn a l ,  not an in te rn a l ,  b a r r ie r  to women and one that  
f lo r ish es  in and can be traced to a male-dominated socie ty .
(p . 85)
Even though a l l  the administrators held positions requiring a high 
leve l o f s k i l l  and a b i l i t y ,  32% (s ix )  of the respondents were not 
w i l l in g  to recognize t h e i r  accomplishments.
However, a lack of self-confidence must not be compared to a lack 
o f self-esteem . Shakeshaft observed th a t  "self-confidence is  a narrower 
construct than self-esteem , focusing on performance expectancies and 
se lf -ev a lu a t io n  of a b i l i t i e s  and completed performance" (p .  8 5 ) .  The
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findings of th is  study suggest th a t ,  in general, th is  group of Black 
women were re luctant to  boast about t h e i r  accomplishments.
Future Vision
The partic ipants  were asked to  r e f le c t  on th e i r  goals fo r  the  
fu ture  in terms of making contributions to socie ty . In a d d it io n , they 
were asked to  evaluate what impact t h e i r  contr ibutions, i f  made, would 
have on the success of th e i r  careers.
Responses of Partic ipants  to the Question Concerning Their Contribution  
to  Society Contribution
Question: How much does making a contribution to society contribute  to
your fee lin g  of success in your career?
Marie Allen President
I th ink i t  figures h eav ily .  I  be lieve th a t  I  am making a 
s ig n if ic a n t  con tr ibu tion , espec ia lly  to  my community. I fee l th a t I am 
a leader in the community and th a t  when I perform outside of the 
in s t i tu t io n  people see me as a capable person and a successful person, 
not only in the in s t i tu t io n  but also in the community. I  have become a 
ro le  model fo r  the people in the community, not only fo r  Black women but 
a l l  women a c tu a lly  and a l l  people because they see a person who perhaps 
came from a very modest or less than optimal beginning. By hard work 
you can re a l ly  achieve your goal, which wasn't my purpose o r ig in a l ly  but 
you can see th a t you can be very , very successful and get anything you 
want i f  you are w i l l in g  to work hard and make the appropriate  
sacri f ic e s .
F ‘ ...........................
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Joyce Pederson President
A great dea l,  or I would be in p r iva te  industry somewhere earning 
much more money. I t  t h r i l l s  me to  see people work hard and graduate at 
commencement, which is  why I  have accepted th is  position in th is  
community co llege. What we do matters so much more because the people 
have to overcome so many obstacles.
Margo Vaughn President
Making a contribution to society is  most important to  both myself 
and my career development. As an educator I  can contribute  d i r e c t ly  
though the students I have contact with and through my time spent in  
community a c t iv i t y .  I fee l a need to give back something for a l l  tha t  
I 'v e  received from our socie ty . I  am concerned with the development of 
our youth who w i l l  u lt im a te ly  control our socie ty . I 'd  l ik e  to  feel
th a t I  helped to make th is  world a b e tte r  place through them.
Connie Anderson Vice President
Making a contribution to society is  the ultim ate in success in my 
opinion. Today's students are our fu tu re .  What b e tte r  way to
contribute to society than by helping the fu ture  leaders of our society.
Betty Baker Vice President
I t  contributes a great dea l. I don 't  have a strong fee lin g  of 
success, from the way you use th a t term in most of your questions. I 
understand th a t i t  is  an assumption and maybe th a t 's  part of what I 
object to .  I know that i t  can be done and should be done, but the  
position that I am in is very important to  me espec ia lly  as a Black and 
as a woman, and i t  is  very important to  the community. I t  has a very
F
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important community involvement component, p a r t ly  because of the very 
kind of the thing you are doing which I th in k  is  very important. I t  is  
very important fo r  other women to know th a t  i t ' s  possible to  do the same 
kind of th in g . I  don 't  th ink that we a l l  need to  be geniuses, but we do 
have to have a very so lid  and broad range of s k i l l s .  I  th ink  there are 
many, many ways th a t  someone l ik e  me can make a contribution to socie ty ,
to the Black community and the u n iv e rs ity .  I  t r y  to  spend time in going
to the churches and working with the United Way and some o f  the ethnic  
re lated agencies. My career allows me to  make a contribution to  
society , which I probably would not be able to  make i f  I  were in some 
other p o s it io n . So th a t  makes me have a fe e l in g  of some accomplishment. 
Marilyn H i l l  Vice President
That has been a wonderful side e f fe c t  because of the fac t th a t the
community and surrounding areas are aware th a t  I'm the female
adm inistrator in one o f the highest ranking o f f ic e s .  I do p a rt ic ip a te  
heavily in the community. I'm the chairperson of the Childrens' 
Hospita l, United Way Executive Committee, the corporate committee, you 
name i t .  I'm going to  be the chair of the Heart Association so a l l  of
th a t goes together. In fa c t ,  my problem is  saying no, but I'm
p a rt ic ip a t in g  heavily  in the community and i t ' s  a l l  worthwhile.
Mary Smith Vice President
There comes a time in many women's l iv e s  when the desire to give 
something back to  society becomes important enough to do something about 
i t .  That is  why I do a lo t  of volunteer work in the community. In my 
position , I am able to serve as role model fo r  both females and Blacks 
who aspire to educational careers.
F ~ ' .........................
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Donna Lane Dean
I th ink  I 'v e  contributed a l o t .  Having chosen the d is c ip l in e  I 
d id ,  a social worker in the f i r s t  p lace, I  th ink  th a t  choice id e n t i f ie s  
a certa in  amount o f  commitment. I do th ink th a t there is  a tendency to  
see the u n ivers ity  often as iso la ted  from the community. In general,  
th is  society is  seen as a kind o f place where the scholars are iso la ted  
dealing with big issues. I  r e a l ly  th ink th a t  a t the bottom there has to  
be the perception th a t  th a t  kind o f lack of p a r t ic ip a t io n  divides  
people. Higher education is  what is  going to make the d iffe rence  in 
terms of whether the society  continues to make progress or declines and 
is  forgotten .
Barbara Odom Dean
Almost 99%! I f  I d id n ' t  feel tha t being here was making a 
d if fe re n c e ,  I wouldn't be here. I would probably be in p r iva te  industry  
making money. My husband t e l l s  me, "Honey, they don 't pay you enough 
money fo r  the kind of time and energy you put in ."  I say, "But i t ' s  not 
ju s t  fo r  me I'm doing t h is ;  i t ' s  my way of making a con tr ib u tio n ."  I 
was very active  in the c iv i l  r ights  movement in the s ix t ie s  and the  
student movement in the seventies, but I ju s t  f e l t  th a t  a l l  o f that  
a c t iv i t y  was not enough. To take to  the s tre e t  and to  do the  
demonstration and p icketing  was ok, but i t  was also very important to  
get in to  the organizational structures and make some changes. When I 
dedicated myself to  f in is h  my Ph.D., I f e l t  th a t  the u n ivers ity  was the 
r ig h t place where I would make my mark and t r y  to make a d if fe re n c e .  I 
think th a t m inority  women gaining access to higher education is
f -------------------------------------------------------------------------------------------------   ■ "
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something that I consider to  be such a part of me th a t I don't even ta lk  
about i t  anymore. I t  is  im p l ic i t  in everything that I  do, everything I 
th in k .
In terms of education, I th ink  i t ' s  incumbent th a t everybody coming 
through the un ivers ity  have some understanding of the broad based 
l ib e ra l  a r ts .  That includes some m u lt icu ltu ra l experiences plus other 
cu ltu ra l experiences. And these are the things th a t  in terms of  
c u rr ic u la r  development, fa c u lty  h ir in g ,  emotions with fa c u lty ,  new 
programs, and community re la t io n s — these are the kinds o f things that  
are part of me and shape everything th a t I do.
Pam Brown Assistant Dean
Very strongly fo r  me and I would have to break society down to  
every race, tha t sort o f  guided e f f o r t .  P a r t ic u la r ly  in education we 
are obligated to contribute to  the development of young people. And at
th a t po int, then we can s ta r t  to  concentrate more on individual
successes; tha t was my commitment when I went through school. So to the  
extent that we do th a t ,  i t  is  autom atically  going to be a contribution  
to society. That p re tty  much drives my professional a c t iv i t i e s  and most 
of the things tha t I 'v e  done professionally  have th a t as a central 
theme. They are e ith e r  in a Black community or they have an e f fe c t  on 
th a t focus.
Jean Campbell Assistant Dean
I would say a l o t ,  not th a t  I have made a big contribution  to  
society; I probably make a lo t  of l i t t l e  ones because I  am working 
towards creating an environment a t th is  in s t i tu t io n ,  esp ec ia lly  in the
F
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
133
area I work in ,  th a t 's  conducive to the academic success of m inority  
students and a l l  students. In doing th a t ,  I  th ink  I ' l l  contribute to 
society because there w i l l  be White students who know th a t  there are 
Black and Chicano people and American Indian people who are persons.
They w i l l  know th a t they can work with them ju s t  as they can work with  
each other. There w i l l  be Black students who w i l l  go through th is  
in s t i tu t io n  and feel good about having come to  th is  u n iv e rs ity .  There 
w il l  be fa c u lty  who know from th e i r  experience in working with m inority  
students in our o f f ic e  th a t  there are many m inority  students who can 
exce l.
Nancy C a r l is le  Assistant Dean
Yes, i t ' s  absolutely  ess e n tia l .  We a l l  should feel a need to pay 
back socie ty , esp ec ia lly  i f  you are an educator. I see myself as a role
model in my community. And I t r y  to  particpa te  as much as possible.
Denise Hall Assistant Dean
Very much so fo r  me. I have a strong f a i t h ,  and I th ink my purpose
in l i f e  is  to  do the best th a t I can a t whatever happens. And, that  
means impacting socie ty . I  do a lo t  o f  workshops on issues of d iv e rs ity  
with students, and people t e l l  me, w e l l ,  okay, you know you've had f iv e  
years of d iv e r s i ty .  I 'm d iverse, I th ink  d iverse , and I t r y  to project 
th a t d iv e rs i ty .
In my fam ily ,  i t ' s  important th a t you go out there and change the 
world. I f  I  have a problem in dealing with you as a Black woman, i f  
there 's  something not c lick in g  with us and you're  fee ling  l ik e  a l l  of 
th is  s tu f f  is  i r r e le v a n t ,  i f  you feel th a t  my blackness and my womanhood
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does not come in to  play and I feel i t  does; then we're going to  have a 
problem. At some le v e l ,  we are going to have our in teractions  and our 
work together in h ib i te d .  So u n t i l  you can recognize th a t those issues 
e x is t  for other people even i f  in your mind they don't e x is t  with you, 
i t ' s  an issue.
My other point is  th is :  i f  you feel l i k e  they don't e x is t  fo r  you, 
then you need to  f ig u re  something out. So in th a t  respect, I  have a 
commitment to changing society . The people tha t I  work with are by and 
large students, and th e y 're  at a real impressionable period in th e ir  
l i v e s .  I f  th e re 's  a student who is  going to  be an engineer, and pardon
the stereotype but th is  view is coming from the businesses back to  the
colleges, the student must not only have the technical s k i l l s  in  
engineering but must know how to deal with people and know how to  
present h e r /h im se lf .  So, i f  I  can take an engineering student and make 
tha t person more sens it ive  to the rest of the world in the process of  
developing the technical s k i l l s ,  then the world is  going to  be b e tte r .  
So, th a t 's  why I'm in education, and th a t 's  why I'm committed to making
the world a b e t te r  place even i f  I'm impacting only one l i t t l e  student.
Leslie  Moore Associate Dean
A l o t .  The question i s ,  who is  society? I'm one of those people 
who believes th a t  every ac t ,  every connection in every re la tionsh ip  is  a 
contribution to  some universal something. I  have l ived  outside the 
country a long tim e, and I'm not real super American in my th in k in g , but 
I do think of human society .
F ~
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Dana Reese Assistant Dean
I t  contributes quite  a b i t .  I would say, yes , to  a certa in  degree,
th a t a l l  o f the contributions that I 'v e  made w ith in  formal organizations
have had a p o s it ive  e f fe c t  on social problems and the community.
P a tr ic ia  Davis Di rector
I th ink we always have to pay back socie ty . A number of people did
a lo t  fo r  me as I moved along from kindergarten to  now. So I work at
doing whatever I can every day. I had mentors who worked hard a t  being 
mentors. I had people who gave me a kick in the pants when I was 
s i t t in g  down, not jumping to  move ahead. So I do want to make at least  
some small contr ibution  to society and a l l  those who helped me along the 
way.
Theresa E llison  D irector
I t  is  paramount. I f  I  d id n 't  believe th a t my ro le  here at the  
un ivers ity  had a p o s it ive  impact on the successful enrollment and 
m atricu la tion  o f Black students, other students o f c o lo r ,  and female 
students, I do not th ink  I would have the leve l o f  motivation I feel in 
my work. I th ink  th a t  fo r  me there is  no choice. I t  is my 
re s p o n s ib i l i ty ,  and I  am here because there are a lo t  of other people 
who paved the way.
Rene Manson Di rector
This has been the most in sp ira t io n a l aspect o f  my jo b .  I have 
personally assisted m inority  students who would have dropped out of  
school due to  f in a n c ia l  problems by granting extensions fo r  housing 
payments and meal plans. I  have assisted them with completing financia l
f ~
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aid packets. Many of those students have graduated and are working in 
various parts o f the country; some in the C a l ifo rn ia  le g is la tu re ;  others 
in professional sports . I t  is  a humbling experience fo r  a student to  
return to campus and say th a t I  was very instrumental in h is /her pursuit 
of higher education.
Robin Wheeler D irector
Making a contribution  to society is  very important to  me as an 
educator. I fee l responsible fo r  sharing in the guidance of our next 
generation. I am in constant contact with students both in the 
community and here a t th is  in s t i tu t io n .  These students make up part of 
our socie ty , and w i l l  some day act upon what I  and others have attempted 
to  share. This type of contribution to  society makes me feel very 
successful.
Analysis of Responses about Contributing to  Society
All o f the respondents f e l t  th a t making a contribution to society  
was a necessary ingredient in the success o f th e i r  careers. Seven (37%) 
of the administrators spoke of some repayment to those who had paved the 
way fo r  them. All o f  the administrators expressed a high degree of 
s a t is fa c tio n  from t h e i r  perceived contributions to society . Black women 
have h is to r ic a l ly  been involved in educating people in the community.
For instance, M il la  Granson, a Black woman slave in Natchez, Louisiana, 
held school between midnight and two a.m. fo r  seven years and taught 
many Black pupils t h e i r  lessons (Learner, 1972). Learner noted other
¥   '  ' '  '  '
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s im ila r  accounts of Black women making contributions to  society .
Marguerite Ross Barnett recently  became the f i r s t  Black chancellor  
at the University  o f M issouri-S t. Louis. The campus is  in an area where 
50% of the college age population is Black, while only 9 .4  % of those 
Blacks attend the u n iv e rs ity .  Her public commitment to  the community 
and thus society was documented in the Chronicle o f Higher Education.
She stated tha t "there is an awful lo t  o f potentia l fo r  reaching out to  
the community and developing additional support. I th ink  one of the  
challenges fo r  UMSL is  to increase the numbers of public school 
students" (Evans, 1987, p. 10).  Barnett, much l ik e  the 19 respondents, 
saw making a contribution to society as contributing to  her fee lings of 
career success and was w i l l in g  to  make th is  goal p u b lic .
Any growing society must be able to generate a fe e l in g  of  
community. Yet as T o f f le r  (1980) noted, the "community demands more 
than emotionally s a t is fy in g  bonds between in d iv id u a ls ,  however. I t  also 
requires strong t ie s  of lo y a l ty  between ind iv iduals  and th e i r  
organizations" (p . 368). The administrators saw contributing to society  
"a wonderful side e f fe c t"  th a t  was "absolutely essentia l"  in the  
"ultim ate success" of th e i r  careers.
Successful Strategies and Behaviors 
Shakeshaft (1987) wrote tha t the percentage of women in school 
administration in the 1980s is  less than th a t found in 1905. Black
r       "
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women administrators own an even smaller percentage o f th is  number.
Given th is  and s im ila r  fa c ts ,  the researcher asked the respondents to 
suggest some s tra teg ies  which Black women could use to  gain access to  
adm in istra tive  positions in colleges and u n iv e rs i t ie s .
Responses of the Part ic ipants  to the Questions Concerning Strategies to  
Increase Black Female P art ic ip a tio n  in Higher Education 
Question: Describe some spec if ic  s tra teg ies  you would suggest for
increasing the p a r t ic ip a t io n  of Black females in higher education 
adm in istra tion .
Marie Allen President
I don't th ink  I have any tha t are p a r t ic u la r ly  re la ted  to Black 
women, but the advice I  would give everyone is  f i r s t  o f  a l l  the  
experience should be as broad as possible. Secondly, they have to t r y  
to not accept dead end jobs or jobs th a t don 't  lead anywhere. They 
a ren 't  going to  learn anything in those positions. These usually
include s t a f f  positions unless they are c a re fu l ly  created .
Joyce Pederson President
I would say, f i r s t  of a l l ,  majoring in a marketable d is c ip l in e  is  
one. Two, being careful to  obtain sequential experiences by which I 
mean moving through the c h a irs . Taking t ra d i t io n a l  jobs th a t  lead 
normally from one level to  another, whether i t ' s  d ire c to r  of a 
department to dean, dean to  vice president, vice president to  president, 
but not to become associated or a f f i l i a t e d  with tangentia l areas nor to
f   ■ .
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become concentrated in s t a f f  positions. Line sequential experience is  
absolutely e s s e n t ia l . ^
The only th ing I 'v e  been c lear about is  I  do l i k e  to  preside and I 
do l ik e  to  be in environments tha t are c re a t iv e .  I  could ea s ily  have 
become d ire c to r  o f  a museum or some such other c re a t iv e  area.
Margo Vaughn President
F irs t  o f  a l l ,  Black women need to  get the union card, which is  the 
Ph.D. There is  ju s t  no way to handle th is  unless you have a Ph.D. I t  
is  preferab le  th a t  you get a Ph.D. in a t ra d i t io n a l  d is c ip l in e  where 
possible ra ther than in education because i t  ca rr ies  more status and 
more clout in the academic world. For example, Euretha King, who is a 
president in Minnesota, I th ink i t ' s  in Minnesota. Euretha's background 
is  chemistry. Those kinds o f t ra d i t io n a l  d is c ip l in e s  do lend 
themselves, perhaps, to a perspective and an im pression--r ight or wrong 
- - t h a t  these people have r e a l ly  cut the mustard, so to  speak. Second, 
they have to  t r y  to  work up in th e i r  departments, th a t is  in th e i r  own 
d isc ip lin es  to  become ch a ir ;  I was never chair o f a department, but i t  
is  important to  work up in to  some kind o f a prominent position w ithin  
the college they are in and also to become involved in the la rg er  issues 
of the campus as well ( i . e .  national committees, national meetings, 
w ritten  papers, th ink  papers in higher education or one's d is c ip l in e ) .  
But to  have the broader view is  some in d ica tio n  th a t  the person has a 
vis ion .
Connie Anderson Vice President
I th ink  th a t  there are two e f fe c t iv e  s tra teg ies  fo r  increasing the
F
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p a rt ic ip a t io n  o f Black females in higher education adm in istration . One 
is  through the fa c u lty  route and th a t re a l ly  means fostering  
undergraduates, in th is  case Black women a t the undergraduate le v e l .  
Faculty members have to  serve as mentors o f these students and involve  
them in t h e i r  research as much as possible so th a t Black women are given 
a hands-on experience o f what i t  means to be a un ivers ity  professor.
Then you b as ica lly  have to nurture them through graduate school and 
through doctoral programs. That's a s ig n if ic a n t  route and one th a t  I 
would l ik e  to  see more Black women take.
For adm in is tra tion , I th ink that there are a v a r ie ty  o f ways that  
Black women enter in to  adm in is tra tion . One of the things th a t  I would 
advise against is  Black women allowing themselves to become captive of  
student a f f a i r s .  Student a f fa i r s  is  a good en try , easy access for  
m in o r it ie s ,  but fo r  Black women in p a r t ic u la r ,  i t  has a tendency to be a 
dead end. I was going to  say marginal, but i t ' s  not marginal. I would 
advise Black women to  look at the development area, which is  a hot area. 
The whole area of finance and planning is  very important these days. I f  
they are interested in academic adm in is tra tion , th e i r  best bet is  to 
r e a l ly  fo llow  the fa c u lty  route. A doctoral degree in higher 
adm in is tra tion , however, is not the way to go. I  th ink  th a t  women would 
be b e tte r  o f f  getting  a Ph.D. in t ra d i t io n a l  d is c ip l in e s ,  but then they 
have a d i f f i c u l t  choice to make. Depending on what they want to do in 
academic adm in is tra tion , they can ease t h e i r  entry  with a brand new 
Ph.D., by obtaining an adm in is tra tive  position th a t  b as ica lly  is  a s ta f f  
support ro le .  I f  they are interested in having a l in e  position in
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academic adm in is tra tion , then they need to become fa c u lty  members, to  
get tenure, to be published, to become department c h a irs , deans, and go 
th a t route. We don 't  have many Black women coming up th a t  route.
Betty Baker Vice President
I th ink  that i t  cannot re ly  on chance. I would a c tu a lly  have to  
s i t  down and w r ite  a formula, but there surely is  one in which 
in te l l ig e n c e  plays a certa in  ro le .  A b i l i t i e s ,  s k i l l s ,  d is c ip l in a ry  
expertise , those things play a very d e f in i te  r o le ,  but they are not 
enough alone. I would suggest that Black females who want to  
p a rt ic ip a te  in higher e d u c a t io n - - I '11 ta lk  s p e c i f ic a l ly  about being an 
adm in is tra tor— have a very d e f in i te  plan; we have to  be b e t te r ,  have a 
lo t  of a b i l i t y  to be a superwoman. I t ' s  only in looking back on what 
happened that I recognize tha t i t  was more than ju s t  my extreme a b i l i t y .  
I would suggest th a t  you have a strategy and you recognize tha t you have 
to have certa in  experiences and certa in  a b i l i t i e s .  For example, I 
mentioned budgeting. Many of us re a l ly  do not get any experience in 
managing a budget. When you ta lk  and apply fo r  the jo b , emphasize your 
a b i l i t i e s  and fin an c ia l  management because th a t  is  unexpected in women 
and p a r t ic u la r ly  in Black women. I th ink th a t  we have to  keep up with 
the la te s t  technology. I  th ink tha t a broad knowledge is  very 
important. We don't have to  be experts. I th ink  th a t  gaining 
experience in as many d i f fe re n t  areas as possible is  important. I guess 
what I am saying is  th a t a de libera te  preparation is  very important.
Look at your s k i l l s  and say to yourse lf:  " I  can do these things and I 
cannot do these th ings."  Then go about developing what you can do.
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Marilyn H i l l  Vice President
I f  you look in the area of academic adm in is tra tion , which I th ink  
you are mainly in te res ted  in ,  I  th ink th a t  we have to  have Black females 
in facu lty  pos it ions. I f  a Black female wants to  become a president,  
v ice -p res iden t, or dean, she has to  come through the fa c u lty .  Until we 
get facu lty  who are tenured and can get in to  positions as department
cha irs , associate deans, or assistant deans, we won't make those hurdles
because i t  ju s t  does not happen. I t  doesn't happen fo r  anybody e lse ,  
whether i t ' s  a White female or Black male. That's  the usual 
progression, and what we have to do is  a b e tte r  job o f  re cru it in g  and 
re ta in ing  Black students, which is going to be a big b a t t le  fo r  the next 
f iv e  years.
Mary Smith Vice President
I th ink  Black women need to become competitive in terms of s k i l l s .  
S k i l ls  th a t should include communications, budgeting, and f inanc ia l  
s k i l l s .  You need to  evaluate yourse lf and your goals and be ready to  
step in to  opportuntiies  as they a r is e .  A doctoral degree, o f  course, is 
very helpful as well as p a r t ic ip a t in g  in various committees on campus. 
Donna Lane Dean
I th ink there is  a kind of struggle th a t most o f us have in terms
o f what we want to  do. I  f ind  very ra re ly  we can get a graduate student
who came d i r e c t ly  from being an undergraduate to  obtain a Ph.D. and then
get a fa c u lty  post in a the u n ivers ity .  I t ' s  genera lly  when you've been
out doing th ings , then you come back and so on, which often puts us at a 
d is t in c t  disadvantage, I th in k ,  in terms o f the process o f  appointment,
f
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promotion, and tenure . When the young person has gone s tra ig h t  through, 
she generally has a c lea r  notion o f the cu lture  of higher education. I 
th ink  most of us get side tracked in various kinds o f ways. I  th ink  we 
ought to encourage young Black women, i f  they want a career in  higher 
education to ju s t  go s tra ig h t  through and get the doctoral degree and 
get in to  that tenure process e a r ly .  I th ink  th a t  strategy w i l l  get us a 
lo t  more in to  the mainstream positions than most s tu f f  we have out 
th ere .
Barbara Odom Dean
I think th a t Black women, l ik e  women in general, should th ink  in  
terms of careers ra ther than jobs. What I mean by th a t  is  th a t  women in 
general in th is  society  have been socia lized  to  th ink  th a t i f  I  go to  
co llege , then I'm going to get a degree, and i f  I get a degree, I'm  
going to  work in th is  f i e l d ,  and once I get in to  th a t  f i e l d ,  then gee, 
th is  is  n ice , but maybe I th ink  I ' l l  do something e ls e .  There is  not a 
lo t  of long range planning in terms of where they want to go.
I think th a t men, p a r t ic u la r ly  professional men, are encouraged to  
believe th a t they are in i t  fo r  a career. They know they are going to  
be in a work course, and th e y 're  going to  be working. I  th in k  women 
need to look at some real s tra teg ies  fo r  doing th a t ,  p a r t ic u la r ly  Black 
women, because s ta t is t ic s  ind icate  th a t the m ajority  of them, middle 
class or not, are going to  be working. I f  you look a t  the longevity  
th a t  we are awarded with our technology, you re a l iz e  th a t th e re 's  a 
p o s s ib i l i ty  we may have two or three careers in our l iv e s .  So i t  seems 
th a t  in terms of having some s a t is fa c tio n  in l i f e ,  you might want to
F
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th ink in terms o f looking a t a job as a career. You plan to  go step by 
step so th a t along the way you pick up the experience th a t 's  going to  be 
necessary fo r  you to  go the next round. That means, in  many cases, 
looking fo r  ro le  models and asking them how you do i t .  Help me! I need 
your help! And there  is  nothing wrong with th a t .  I t ' s  not th a t  easy, 
but I th ink l i f e  can be eas ier when you plan fo r  things even though they 
don't happen the exact way th a t you want them to .  You at leas t have 
allowed fo r  a certa in  kind of potentia l to take place. . So the  
opportunity is  there  i f  you want to  be able to take advantage of i t .
And my whole password is  to  give yourse lf  a l l  the opportunities  and 
options possible.
Pam Brown Assistant Dean
The s tra teg ies  depend on whether you are ta rg e tin g  predominately 
White in s t i tu t io n s  or h is to r ic a l ly  Black colleges and u n iv e rs i t ie s .  I 
would say th a t networking and professional association are important.
I would say th a t  i t  is  probably good to have acquired the maximum number 
of degrees so th a t  your educational background doesn't become an excuse. 
I th ink the a b i l i t y  to  a r t ic u la te  and show competence in a v a r ie ty  of 
areas is  important, and I  would say th a t to a certa in  e x ten t , the alumni 
can be ca lled  upon to  f a c i l i t a t e  getting  positions i f  there  are alumni 
networks. Explore the p o s s ib i l i t ie s  whether you are looking fo r  a 
position at your home in s t i tu t io n  or at in s t i tu t io n s  th a t  have close 
t ie s  with your home in s t i tu t io n  so th a t you can ju s t  c a l l  on a l l  the 
resources a va ilab le  to f a c i l i t a t e  your acquiring a p o s it io n . Assuming 
tha t you are competent and th a t you have demonstrated th a t competence in
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the completion of your degrees, have your home in s t i tu t io n  a t te s t  to 
th a t  and f a c i l i t i a t e  your e f fo r ts  to acquire a position in a smaller 
in s t i tu t io n .
Jean Campbell Assistant Dean
I would probably th ink o f one strategy on a national basis and th is  
is  re a l ly  ju s t  o f f  the top of my head. There are a couple o f societies  
and national organizations th a t ca ter  s p e c if ic a l ly  to  women. I  don't 
know what ro le  we as Black women play in those. I jo ined and have never 
gone to  a meeting. I intended mainly to go to meetings th a t perta in  to  
my d is c ip l in e  but none that ju s t  catered s p e c if ic a l ly  to women and I 
r e a l ly  have to change th a t .  I  would th ink th a t  these organizations  
would be a good channel fo r  m inority  women to come together and share 
ideas and also to  share th e i r  career goals. Then once they set up a 
network n a t io n a lly ,  i f  I know th a t  you are interested in the position at 
the un ivers ity  fo r  instance, then I  can take the information th a t I 
obtain about jobs that are ava ilab le  here, and i f  you know i t ' s  open and 
apply, I could use whatever c lout I have to  l e t  the people here know 
about your a v a i la b i l i t y  fo r  those positions. But I th ink n a t io n a lly  we 
need to  form some type of network so we can be advised of the jobs tha t  
are opening. The other part o f  tha t is ju s t  not applying fo r  those 
positions th a t  cater to m inority  students. My argument a t th is  
univers ity  is as long as the administrators continue to keep m inority  
people as assistant deans and other such positions, as long as we cater  
mainly to  m inority  students, they are t r u ly  not educating students at 
the un ivers ity  because there are at th is  p o in t,  no associate deans and
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deans at th is  u n ivers ity  who are not White. Everyone who is  on s t a f f  as 
a m inority  person and ass is tan t dean has a very broad range o f ta len ts  
and s k i l l s ,  and i t  doesn't make sense th a t  a l l  o f  us end up being 
assistant deans. I f  we could get the network together, and i f  we could 
make a voice heard to  these in s t i tu t io n s ,  then hopefully  they would be 
more w i l l in g  to l is te n  and to  s ta r t  to  put in place m inority  women and 
Black women in these pos itions. Assistant dean of engineering is  hard 
enough to  crack, and I  f in d  myself surprised to  be here, esp ec ia l ly
given the adm inistration we have now. I f  i t  wasn't fo r  the dean, I
wouldn't be here because I am sure i f  the associate dean could get one 
person o u t,  i t  would be me. At le a s t  50% of the people who were working
here when I  came on have l e f t ,  including the guy who I used to  work fo r ,
the associate dean of student a f f a i r s .  He qu it  because he could not put 
up with the a tt i tu d e s  th a t  he f e l t  were being voiced by the new 
adm in istra tion .
Nancy C a r l is le  Assistant Dean
Black women need to  obtain a broad experience th a t  can be obtained 
through the fa c u lty  route . They need to  obtain the terminal degree and 
p a rt ic ip a te  on campus committees to  increase th e i r  v i s i b i l i t y .
Denise Hall Assistant Dean
I th ink  one does have to  devise a plan and s i t  down and say in six  
months th is  is what I want to accomplish. I f  th a t 's  f in is h in g  a degree 
or s ta r t in g  a degree, i f  t h a t 's  meeting people in the f i e l d ,  whatever 
th a t might be, i t  needs to  happen and i t  needs to be on a long-term
basis. I'm th inking r ig h t  now about where I  want to be in f iv e  years
Fh
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and how I'm going to  get th e re .  That kind of planning has to  happen in 
the ear ly  stages, and I'm not ju s t  ta lk in g  about once you get out of 
school and are ready to begin your career. I'm ta lk in g  about as a 
c h i ld ,  as a student working with people, f ind ing  out who is  in the f ie ld  
and getting  to  know them and see what t h e i r  day-to-day l i f e  is  l ik e  and 
how they got th e re .  I  th ink  th a t  is  a s tra tegy  th a t  needs to  and must 
happen.
The other s trategy fo r  me is  committing to  excellence. I am going 
to be my best competitor. I'm going to compete with myself, and I'm  
determined to  do the best tha t I can do, and I  am going to  be 
competitive esp e c ia l ly  in terms of s k i l l .  I th ink th a t there has to be 
a commitment in order fo r other people to  view your work as b e tte r  than 
somebody e ls e 's  when you get in to  the competitive part of job  
a p p lic a tio n .
So those are two s tra te g ie s ,  and the other one would be p o l i t ic s .  
You have to  look at where things are in the organization th a t  you want
to  jo in  in terms of who the players are and what t h e i r  needs a re , and
decide whether or not you f i t  in to  th a t and you can meet th e i r  needs.
And, how are you going to l e t  them know th a t  you can meet t h e i r  needs?
I th ink  one has to  s tra teg ize  about p e rs o n a l i t ie s ,  you know, i f  I walk 
in  th e re ,  are they going to  be intim idated by me? How am I  dressing? 
How am I shaking hands? How am I making eye contact and communicating 
myself? Am I  intimidated? Am I shy? Am I bashful? What kinds of  
th ings , what kinds o f dynamics are occurring tha t I  can e ith e r  enhance 
in  my b e h a lf - -o r  at leas t be aware o f - - t o  understand why these g i f ts
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help me or hinder me? I  th ink  a l l  o f th a t  comes in to  p lay. The other 
strategy fo r  me is  to s i t  down and t a lk  with fo lks about, you know, th is  
is  what my resume looks l i k e  now. I f  you were h ir ing  someone in th is  
kind of a pos it ion , how does my resume look to  you? What should I 
change? Where should I  move things? Not ju s t  the content, but the way 
th a t  i t  ac tu a lly  looks v is u a l ly .
Leslie  Moore Assistant Dean
I guess, fo r  us not to  take ourselves fo r  granted in any p a r t ic u la r  
way. F irs t  is to  choose, even i f  i t  is not fo rever . To pick something 
and go fo r  i t  and to  find  a mentor, a female or male. Also on a regular 
basis , to kind of re -e va lu a te .  My ru le  of thumb is  i f  i t  i s n ' t  fun ,  
stop doing i t .  I r e a l ly  be lieve  th a t .
Dana Reese Assi stant Dean
I th ink to get ahead in an educational in s t i tu t io n ,  and th a t 's  what 
we are ta lk in g  about, you have to  id e n t i fy  someone as a mentor and 
develop a re la tionsh ip  with a person who can serve in th a t ro le .  I f  
necessary, increase your academic preparation in order to be able to  
move in to  a pos it ion . For instance, in th is  system most people in the
adm in istra tive  postions have a doctoral degree; however, there are
people serving as chancellors of other campuses who only have masters 
degrees.
P a tr ic ia  Davis D irector
One strategy would be to  f ind  a mentor. A second one would be your 
willingness to take on additional assignments and committee work so that  
you gain v i s i b i l i t y .  A th i rd  strategy in higher education would be to
¥
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f ind  a large enough in s t i tu t io n  where there are a v a r ie ty  of tasks, 
committees, and things that you could do.
Theresa E llison Director
I th ink i t  is  important tha t f i r s t  of a l l  we s ta r t  with s e l f  and do 
a careful self-assessment o f what are our assets and what are our 
d e f ic i ts  and reduce our d e f ic i ts  by taking courses and by e n l is t in g  a 
mentor. I  th ink i t  is  very important to  have mentors, male and female, 
in the area in which you are interested in working. And then I think i t  
is  important to get on committees to get exposure, to get your name and 
s k i l l s  out th e re ,  to get the a tten tion  of the managers you are 
in terested in jo in in g  in order to gain some c r e d ib i l i t y .  I t  means work 
because they don't h ire  us as e a s i ly  as other people so we have to work 
at getting noticed as being capable ind iv idua ls  who can do the job 
r ig h t .  You have to  s ta r t  with yourse lf  because nobody owes us anything 
because we are female and we are Black. And the tru th  of the matter is ,  
we often have to be more confident than our White counterpart and male 
counterpart. So i t  means making a la rg e r investment.
Rene Manson Di rector
In order to obtain positions in higher education, i t  seems th a t the 
in te rac tio n  with campus personnel must begin as a student. You have to  
expose yourse lf by acquiring employment in various o ff ic e s  while doing 
undergraduate study. P art ic ip a tin g  on various campuswide committees 
with facu lty  and s t a f f  also helps. As a graduate student, internships  
in academic departments and in student a c t iv i t ie s  helps.
Robin Wheeler D irector
I believe th a t  education is  a continuing process, and I  don't think
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I w i l l  ever know enough or know everyth ing. I  th ink  that ju s t  stands to  
reason. To plan every opportunity as i t  presents i t s e l f  is  a good thing  
so th a t  you are ready when the occasion a r is e s .
I see the doctoral degree and postdoctoral opportunities as being 
ju s t  the basic preparation. The l i t e r a t u r e  is  flooded with people with  
doctoral degrees. I don 't  even sign my name to show that I possess a 
doctor degree; I ju s t  don 't bother with i t  because i t  is  ju s t  so comic 
and I  am wondering why everyone th inks th is  is  the u lt im a te .  I 
sometimes th ink th a t  you have to have some experience before you go fo r  
the doctorate but the doctorate looks good in  terms of what people are 
expecting.
Analysis o f Responses about Successful S trategies and Behaviors
The most frequently  noted s tra teg ies  and behaviors reported by the 
respondents are summarized in Table 7. S trategies ranged from obtaining  
a broad base of experience to  frequently  evaluating s e l f  and commiting 
to excellence.
Obtaining a broad base of experience and earning a doctoral degree 
were two o f the most frequently  reported s tra teg ies  given by th is  group 
o f adm in istrators . These behaviors were each recommended by 37% of the 
sample. Thirty -tw o percent of th is  same group acknowledged the 
importance of planning ear ly  fo r  an adm in is tra tive  career and taking the 
t ra d i t io n a l  fa c u lty  route on the road to  securing a high l e v e l ,  l in e
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adm in istrative  ro le .  A d d it io n a lly ,  26% recommended the use o f mentors 
fo r  successful career development.
Giving oneself opportunities  and options, increasing one's  
v i s i b i l i t y  and networking were the other frequently  id e n t i f ie d  
s tra teg ie s .
The least frequently  noted stra tegy required the asp ir ing  Black 
female to  frequently  evaluate h e rse lf  and commit to excellence. Even 
though th is  strategy was repeated by only two p a r t ic ip a n ts ,  i t  o ffe rs  
very sound advice fo r  anyone moving in the d irec tio n  of s e l f - r e a l iz a t io n  
and understanding.
Only those s tra teg ies  reported a t leas t twice by the Black female 
administrators are l is te d  in Table 7. However, additional s tra teg ies  
were stated by only one of the respondents, and they were:
1. Dress appropria te ly  according to  the organizational cu lture
2. Become competitive esp ec ia lly  in terms of s k i l l s
3. Avoid becoming a captive o f the student a f f a i r s  d iv is io n  of the  
u nivers ity
4. Apply fo r  nonminority pos it ions, those th a t do not deal with 
m inority  concerns
5. Recognize one's experiences and a b i l i t i e s .
All of the s tra teg ies  documented here are based upon the  
administrators ' personal views o f s tra teg ies  used to  obtain t h e i r  own 
positions in u n ivers ity  adm in is tra tion . There was no one stra tegy  
supported by a l l  of the p a r t ic ip a n ts .
Analysis of the nine respondent s tra teg ies  proposed by the 19 
administrators (Table 7) revealed th a t :
w " ....................................  .....................
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Table 7
Career Enhancement Stra teg ies  of the Respondents
Strategies Number Percentage
Obtain a broad base experience 
to include budgeting, f inanc ia l  
management, and communication s k i l ls 7 37
Obtain a doctoral degree 7 37
Plan fo r  an adm in is tra tive  career 
and begin e ar ly 6 32
Take fac u lty  route , get tenure, 
become department chair 6 32
Find a mentor who can ass ist in 
one's career development 5 26
Pursue more opportunities  and 
options 4 21
Take on additional assignments and 
and committee work to  gain v i s i b i l i t y 4 21
Begin to  network, u t i l i z e  national 
and professional organizations 3 16
Frequently evaluate s e l f  and 
commit to excellence 2 11
W ....
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1. Seven (37%) of the respondents reported the need to obtain a 
"broad base of experience" as well as a "doctoral degree."
2. Six (32%) reported taking the " fa c u lty  route" and "planning 
early" fo r  an adm inistrative career as a successful s tra teg y .
3. Five (26%) reported the use of a mentor as a successful 
strategy fo r  career development.
Successful Strategies Feedback
A S trateg ic  Feedback Tool (see Appendix F) was developed to  
va lid a te  the strategy statements given by the respondents during the 
in terv iew s. The tool contained the nine most frequent s tra teg ies  
reported by the respondents in addition to the f iv e  s tra teg ies  found in  
the l i t e r a tu r e  and explored during the interviews and the six s tra teg ies  
developed from the theories of Bolman and Deal (1984) and Mintzberg 
(1973).  The administrators were asked to  rank the 20 id e n t i f ie d  
stra teg ies  in order of importance to t h e i r  own career advancement.
The t ra d i t io n a l  fa c u lty  route to  a career in adm in istration was 
acknowledged by a re la t iv e ly  high number of respondents. However, 
because i t  was viewed as the most obvious pathway, i t  was not included 
in the va lida tion  to o l .  The va lid a tio n  tool was used to  corroborate the 
researcher's find ings.
The respondents ranked the most important strategy with a "1" and 
proceeded with the other s tra teg ies  u n ti l  the least important strategy  
was ranked with a "20." Respondents were given the opportunity to
¥ ~ ~ ~   .
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disagree with any strategy by not ranking i t  at a l l .  In so doing, the  
respondents indicated th a t  they f e l t  the strategy was not career  
enhancing or th a t i t  was not p ra c t ic a l .
In analyzing the results  from the Strategic  Feedback Tool, the  
researcher added up the rank order given by each respondent to  each 
strategy in order to  obtain a mean score fo r  each s tra teg y . The 
strateg ies  were then rank ordered by the mean scores with the lowest 
mean score ind icating  the greatest importance and the highest mean score 
ind ica ting  the leas t importance. Table 8 provides a l i s t  o f these  
strateg ies in order of the mean score fo r  each s tra teg y.
Eighteen of the 19 respondents completed the S tra teg ic  Feedback 
Tool. The one adm in istrator who chose not to  rank the s tra teg ies  wrote 
a n arra t ive  statement explaining how some of the s tra teg ies  were used to  
overcome the e ffec ts  o f  not u t i l i z in g  others. Instead o f  seeing one 
strategy as more important than another, she spoke of t h e i r  cummulative 
e ffe c ts .  Her n a rra t ive  follows:
" I t  is  too d i f f i c u l t  to  order these s tra teg ies  from 1 to 20 in 
order by importance. In the d irec tio n s , you ind ica te  'your' advancement 
which I assumed meant my own personal experience. However, the twenty 
strateg ies  are stated in general terms. For any in d iv id u a l ,  any one or 
combination of these s tra teg ies  may be important in her p a r t ic u la r  set 
of circumstances. For me, increasing my v i s i b i l i t y ;  dealing p o s it ive ly  
with racism and sexism; gaining interpersonal s k i l l s ;  information  
s k i l l s ,  being goal d irected and competitive overcame the fa c t  th a t  I  did 
not obtain a doctoral degree; did not have a mentor; did not plan early
f
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Table 8
Stra teg ic  Feedback Tool
Ranking o f Strategies by Respondents
Career Enhancement Strategies Source Rank Mean Disagree
Gain interpersonal s k i l l s  M 1 6 .3
Find a mentor who can assist  
in one's career development R 2 7.3
Learn to  deal p o s it iv e ly  with 
racism and sexism L 3 7.8
Gain decision making s k i l l s  M 4 8
Obtain a doctoral degree R 5 8 .3
Obtain a broad base o f experiences 
to include budgeting, f inanc ia l  
management and communication
s k i l l s  R 6 8 .5
Be aware of organizational p o l i t ic s  L 7 8.6
Frequently evaluate yourse lf  and 
commit to  excellence R 8 8.7
Empower others R 9 9 .5
Be w i l l in g  to take r isk  L 10 10.5
Be goal d irected B 11 10.6
f
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Table 8 (continued)
Career Enhancement Strategies Source Rank Mean Disagree
Gain information processing s k i l l s M 12 10.6
E ffe c t iv e ly  u t i l i z e  your power 
Take on additional assignments and 
committee work on campus to
L 13 10.9
increase one's v i s i b i l i t y  
Give yourse lf  opportunities and
R 14 11.5
options R 15 12.8
Become competitive in terms of s k i l ls  
Begin to network, u t i l i z e  national
R 16 13.5 6
and professional organizations  
Plan fo r  an adm in is tra tive  career
R 17 13.7
and begin early  
Dress appropria te ly , according to
R 18 13.9 9
organizational cu lture  
Recognize and share the values
R 19 14.3
and symbols of the in s t i tu t io n B 20 15.2 7
N = 18
Note: Nine s tra teg ies  marked R came from the respondents. Six 
stra teg ies  marked B or M came from Bolman & Deal (1984) and Mintzberg. 
Five s tra teg ies  marked L came from the l i t e r a t u r e  review.
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fo r  th is  career; did not give myself opportunities and options and was 
certa in  that I did not share many of the values and symbols o f th is  
in s t i tu t io n .
"My own opinion is  tha t (1) the more of these s tra teg ies  used, the
more l i k e ly  one w i l l  be able to  advance—thus, the e f fe c t  is
cumulative— and (2) in some circumstances, one p a r t ic u la r  strategy may 
be necessary but not a su ff ic en t  condition fo r  advancement."
The number of respondents who disagreed with the s tra teg ies  was not 
factored in to  the rank ordering o f the s tra teg ie s .  Only one of the 
higher ranked s tra te g ie s ,  f ind ing  a mentor, accumulated any disagreement 
notes. The other s tra teg ies  which produced some disagreement were a l l  
lower ranked s tra te g ie s .
The top three s tra teg ies  included: (1 ) gaining interpersonal 
s k i l l s ,  (2) find ing  a mentor who can ass ist in one's career development, 
and (3) learning how to deal p o s it iv e ly  with racism and sexism. These
data would suggest th a t these top three s tra teg ies  are paramount to
enhancing one's adm in is tra tive  career.
As noted e a r l i e r ,  18 of the respondents ranked the twenty
stra teg ies  according to th e i r  importance to  them. They were also asked
to agree or disagree with the s tra teg ie s .
Sixteen percent of the part ic ip an ts  disagreed with the necessity
fo r  mentors as a strategy in th e i r  career growth and development. In 
ad d it io n , 50% were not convinced th a t  planning ear ly  would lead them to  
successful adm in istra tive  careers.
Because these women began t h e i r  careers at a time when Black
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administrators were almost non-ex istent, i t  is  not surprising that they 
would not see the value of planning and mentors fo r  th e i r  own careers. 
However, in today's world, i t  would again be ludicrous not to  plan early  
fo r  a career in adm in is tra tion . Current research on mentoring has 
documented i t s  pos it ive  e ffe c ts  on both men and owmen. Mentoring can 
assist the novice in cutting  through red tape and v a lid a tin g  c r e d ib i l i t y  
and se lf-w o rth , in addition to  other b e n e f its .  Mentors have contributed  
an enormous amount of support to people of both genders.
Gaining interpersonal s k i l l s  was ranked number one on the feedback 
to o l ,  but i t  was not mentioned as a strategy by the respondents in the 
interviews as reported in Table 7. Instead, the strategy of obtaining a 
broad base of experience received the greatest percentage o f support as 
a successful strategy in response to the in terv iew  question although i t  
was ranked s ixth  when considered among the 20 general s tra te g ie s .
F i f t y  percent o f  the respondents disagreed with planning ear ly  fo r  
a career in administration and seven (39%) did not see the need to  
recognize the symbols or share the value of th e i r  in s t i tu t io n s .
Based upon the mean scores, the administrators appear to have 
placed more value upon the s tra teg ies  abstracted from the l i t e r a t u r e  
review than upon th e i r  own. Tables 9, 10, and 11 present th is  
information in summary form.
f    .............................................. ...
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Table 9
Ranking of the In terview  Strategies from the Interviews That Were 
Abstracted from The L ite ra tu re
Strategies Source Rank Mean
Racism & sexism L 3 7.8
P o l it ic s L 7 8.6
Take risks L 10 10.2
Power L 11 10.3
Competitive L 16 13.5
Average mean 10.1
A breakdown of the 20 career enhancement s tra teg ies  in to  t h e i r  mean 
scores indicated th a t :
1. The average mean score o f the s tra teg ies  abstracted from the 
l i t e r a t u r e  was the highest.
2. The average mean score o f  the respondent s tra teg ies  was second 
to those from the l i t e r a t u r e .
3. The average mean score o f  the organizational management 
stra teg ies  was th i rd  a f te r  both the l i t e r a t u r e  and respondent 
s tra te g ie s .
However, the d ifferences between the average mean scores are not 
s ig n if ic a n t  since the scores are so s im i la r .
...............................
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Table 10
Ranking of The S tra teg ies  Reported by Respondents
Strategy Source Rank Mean
Mentors R 2 7.3
Doctoral degree R 5 8.3
Experience R 6 8 .5
Evaluate s e l f R 8 8.6
Empower others R 9 9 .5
Vi si b i1i ty R 14 11.5
Opportunities R 15 12.8
Network R 17 13.7
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Table 11
Ranking of Career Enhancement Strategies  
By Bolman & Deal and Mintzberg
Strategies Source Rank Mean
Interpersonal s k i l ls M 1 6 .3
Decision making s k i l l s M 4 8
Be goal directed B 12 10.6
Information s k i l ls M 13 10.6
Dress appropriately B 19 14.3
Share values & symbols B 20 15.2
Average Mean 10.8
Among the in terv iew  question stra teg ies  (see Table 9) id e n t i f ie d  by 
the l i t e r a tu r e  review, three of the f iv e  are ranked among the top ten 
s tra teg ie s . The s tra teg ies  include learning to  deal p o s it iv e ly  with 
racism and sexism, being aware of organization p o l i t i c s ,  and being 
w il l in g  to take a r is k .  The average mean score ranked these stra teg ies  
f i r s t  among the three groups.
The remaining two s tra teg ies  called  fo r  an e f fe c t iv e  u t i l i z a t io n  of 
power which were ranked 11th and having a competitive s p i r i t  which was
e  ............
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ranked 16th. Six (33%) o f  the respondents disagreed with the use of a 
competitive s p i r i t  as a v iab le  s tra teg ic  approach to success. The word, 
competition, much l i k e  the word power, carr ied  negative connotations.
As noted e a r l i e r ,  some of these women were much more interested in a 
co llaborative  approach to management and th ere fo re  saw themselves as 
team players, competing p r im ar i ly  with s e l f .
F i f ty  percent of the respondents disagreed with planning early  fo r  
a career in adm in is tra tion , and seven (39%) did not see the need to  
recognize the symbols or share the values of th e i r  in s t i tu t io n s .
The researcher had antic ipated th a t the administrators would rank 
th e i r  own s tra teg ies  higher than those reported by the l i t e r a tu r e  and/or 
the organizational th e o r is ts .  However, such was not the case. Perhaps 
the respondents ranked the s tra teg ies  in l ig h t  of the careers of other 
aspiring Black women even though the researcher directed the 
administrators to rank the s tra teg ies  in terms of th e i r  own careers.
The theory s tra teg ies  included the three successful management 
behaviors proposed by Mintzberg (1973): interpersonal s k i l l s ,  
information processing, and decision making. Three s tra teg ies  were 
based upon the two frames of organizational domains used by successful 
managers and proposed by Bolman and Deal (1984): s tructura l frame 
(goa l-d irected ) and symbolic frame (shared values and symbols).
Mintzberg's s tra teg ies  were ranked 1st, 13th, and 4th respective ly ,  
while Bolman and Deal's s tra teg ies  were ranked 12th, 19th and 20th among 
the to ta l  of twenty.
Within th is  group of s t ra te g ie s ,  disagreement was noted with regard
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to  one s tra tegy. Seven (39%) o f the adm inistrators did not agree tha t  
sharing the values and symbols o f the in s t i tu t io n  was a good strategy  
fo r  career enhancement. These values are perhaps part of the glass 
c e i l in g  th a t has served to e f fe c t iv e ly  keep q u a l if ie d  Black females out 
of higher education adm in is tra tion , such as the old boys network, 
authority  posture as well as racism and sexism.
The s tra teg ies  presented by Mintzberg have long been recognized as 
contributing to  the functioning of the successful manager. These 
strateg ies  are also important to  successful leaders . The findings  
suggested mastery o f  interpersonal s k i l l s  is  paramount to  the success of  
Black women.
Additional S tra teg ies  From The S tra teg ic  Feedback Tool
The f in a l  section of the "Strategic  Feedback Tool" asked the
administrators to include any s tra teg ies  not l is te d  on the t o o l ,  but
which they f e l t  were important to the development o f successful Black 
female administrators in higher education. These s tra teg ies  include the 
fo llow ing:
1. Find a problem th a t  no one owns and go to work on i t
2. Ask fo r  a promotion
3. Learn sales
4. Learn not to  take decisions/opinions so personally  but keep 
them in the context o f  what can be learned to  your ben efit
5. Use networks outside of your professional l i f e  to  re in force  
your self-worth
f
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6. Seek out opportunities fo r  advanced tra in in g  programs
7. Acquire new or updated s k i l ls  p e r io d ic a lly
8. Be geographically f le x ib le
9. Learn how to  ask fo r  an additional task
10. Learn how to ask fo r  additional support s ta f f
11. Learn how to ask fo r  a raise
12. Learn how to  ask fo r  a promotion
13. Work through others
14. Develop public speaking s k i l ls
The additional s tra teg ies  are fourteen in number and range from 
f ind ing  a problem th a t no one owns and going to work on i t  to developing 
public speaking s k i l l s .
These s tra teg ies  were found to be helpful by some and were seen as 
worthy of documentation here. The s tra teg ies  are s itu a t io n  dependent 
and should be used as necessary. Being geographically f le x ib le  has 
great im plications fo r  career success in l i g h t  of soc ie ty 's  use of 
technology fo r  rapid t r a n s i t  not only w ith in  th is  country but throughout 
the world. F l e x i b i l i t y  is  frequently  c ited  as a ta c t ic  fo r  goal 
accomplishment and should be used by a l l  who seek success.
Final L is t  of Career Enhancement Strategies
The l i s t  th a t  follows presents a composite of a l l  career  
enhancement s tra teg ies  recommended by the partic ipan ts  of th is  study.
The l i s t  is  arranged according to the support given to the s tra teg ies  by 
the respondents.
r....
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1. Gain interpersonal s k i l ls
2. Find a mentor who can assist in one's career development
3. Learn to deal p o s it iv e ly  with racism and sexism
4. Gain decision making s k i l ls
5. Obtain a doctoral degree
6. Obtain broad base of exposure to include budgeting, finance,
management, and communication.
7. Be aware of organizational p o l i t ic s
8. Frequently evaluate s e l f  and commit to  excellence
9. Empower others
10. Be w i l l in g  to  take risks
11. U t i l i z e  your power e f fe c t iv e ly .
12. Be goal d irected
13. Gain information processing s k i l ls
14. Take on additional assignments and committee work on campus to  
increase v i s i b i l i t y
15. Give yourse lf  opportunities and options
16. Become competitive in terms of s k i l ls
17. Begin to network, u t i l i z e  national and professional 
organizations
18. Plan fo r  an adm in istra tive  career and begin ear ly
19. Dress according to organizational cu lture
20. Recognize and share the values o f the in s t i tu t io n
21. Learn how to  ask fo r  additonal s ta f f
f  '  ..........................  "
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22. Learn how to  ask fo r  a ra ise
23. Learn how to  ask fo r  a promotion
24. Be geographically f le x ib le
25. Use constructive c r it ic is m ; don't take i t  personally
26. Learn sa les .
f --------------------  ■
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CHAPTER V
ANAYLSIS, CONCLUSIONS AND RECOMMENDATIONS 
The Objectives of the Study
This chapter w i l l  focus on the c r i t i c a l  ana lys is , conclusions, and 
recommendations based on the research f in d in g s . Glaser (1978) suggested 
th a t  " f i r s t ,  summaries are not advised" fo r  ending the w r itte n  work (p .  
132). Instead he noted th a t "w riting  a conclusion of recommendations 
can be worthwhile i f  the theory is  relevant fo r  p rac t it io n ers"  (p . 132).
Glaser and Strauss (1967) advised th a t ,  following grounded theory,  
a researcher could approach the analysis in d i f fe r e n t  ways. However, 
preset objectives presented in Chapter I d ic ta te  the d irec tio n  of  
analysis fo r  th is  study. Those objectives are repeated here:
1. Explore how Black females in higher education administration  
acquired t h e i r  positions and to  what extent these women charted t h e i r  
own career development.
2. Id e n t i fy  the demographic p ro f i le s  o f Black female 
administrators according to education, age, professional experience, and 
level of pos it ion .
3. Explore what ro le ,  i f  any, in te rn a l/o rg a n iza t io n a l p o l i t ic s  
played in the acquis ition  and maintenance of Black female adm in istrative  
p o s itions .
F ~  ..................................... .
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4. Document the successful management behaviors and strateg ies  
common to Black female administrators in higher education.
5. Determine how Black female adm inistrators in higher education 
view themselves in terms o f professional success and fu ture  career 
objectives and asp ira t io n s .
Career Choice and Acquisition
In th is  section , the fa c u lty  route, planning, mentors, and timing  
are discussed as they re la te  to career choice and a cq u is it io n .
The typ ica l route fo r  acquiring adm in is tra tive  positions in higher 
education has been through the t ra d it io n a l  fa c u lty  approach. However, 
career paths fo r  these administrators varied g re a t ly .  Lewis (1985) 
found that the career development of the Black female administrators in 
her study were also not characterized by a s ingle l in e a r  path or primary 
model. S im i la r ly ,  Shakeshaft (1987) wrote th a t  "the typ ica l woman 
administrator not only does not look l i k e  the ty p ica l  male 
adm in is tra tor, the path th a t she took to achieve her position d i f fe rs  as 
w ell"  (p . 64 ) .
Faculty Route
Eight (42%) o f the respondents progressed through the t ra d it io n a l  
system by way of the fa c u lty  route . They suggested th a t  becoming 
department c h a irs ,  progressing to assistant dean, dean, and then vice  
president to  pres identia l level is  the career path to fo l lo w . I t  is  
in te res tin g  to note th a t  th is  number includes four of ind iv iduals  who, 
during the i n i t i a l  in te rv ie w , saw planning as an important aspect of 
t h e i r  career development. They are also l in e  versus s ta f f  
adm in istrators .
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Nine (47%) of the nineteen administrators were in l in e  positions. 
Line administrators p o te n t ia l ly  have the power resources necessary to  
influence change. They are able to make an impact on the decision  
making process w ith in  t h e i r  organizations. The remaining ten held 
various s t a f f  positions ranging from assistant dean to  d ire c to r .
Administrators who are able to  m obilize scarce resources exh ib it  an 
important aspect of leadersh ip . And as Rost (1985) has noted, some 
managers can also be leaders.
Planning
Lack of planning was id e n t i f ie d  as a common thread re lated to the 
adm inistrators ' perception of th e i r  career evo lu tion . Planning fo r  such 
a career ranked 18th among the 20 s tra teg ie s .  Planning did not appear 
to  be a major consideration fo r  these adm in istrators .
Only four o f  the respondents d e l ib e ra te ly  planned fo r  th e ir  
adm in istra tive  pos it ions . They were a l l  younger women in th e ir  mid to  
la te  t h i r t i e s .  This may be due to  the influence o f both the women's 
movement and the c iv i l  r ights  movement of the la te  s ix t ie s ,  which 
provided increased options fo r  the r e a l is t ic  pursuit o f ty p ic a l ly  White, 
male orien ted , adm in is tra tive  careers.
Mentors
There has been a p ro l i fe ra t io n  of studies published about mentoring 
and career development. Since Levinson's (1978) work, researchers have 
studied the e ffe c ts  of mentoring on White males and more recently  White 
females and th e i r  success in the business world. Primus (1984) 
researched th is  top ic  as i t  related to 28 Black professionals and
r   ~ '
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published these unexpected f in d in g s . Primus noted th a t:
1. Contrary to several previous studies (Kanter, 1977; Roche,
1979), mentoring did not have as strong an e f fe c t  on salary  and position  
level of subjects as did age, experience, ear ly  l i f e  in fluences, and 
academic preparation.
2. The males were provided with more mentoring and benefited from 
mentoring more than the women (p . 161).
She a ttr ib u ted  the f i r s t  unexpected finding regarding mentoring to  the  
fa c t  tha t other researchers did not control fo r  variables a ffe c t in g  
salary le v e l .  Even so, her f in a l  statement recognized the importance of 
mentoring in the personal and professional development o f men.
In general, mentors provide a crucial re la tionsh ip  in many aspects 
of career s a t is fa c t io n .  Three (16%) of the respondents a ttr ib u te d  th e i r  
career development to  mentors. In a l l  three cases these mentors were 
male, and two of them were Black. Each contributed to the 
adm in istrator's  perception of career success.
Timing
Although hard to  exp la in ,  timing also had an impact upon the  
adm in is tra tor's  career development. Had i t  not been fo r  the a ff irm a t iv e  
action movement of the s ix t ie s ,  many of these women would not have been 
given the opportunity to  gain adm in istra tive  experience. I t  has been 
said perhaps erroneously th a t timing is  everything. Timing appears to  
have been helpful to  th is  group, but i t  c e r ta in ly  was not everything!
Over the next decade, almost h a lf  of the nation 's  90,000 secondary 
school administrators (superintendents and p r in c ip a ls )  are expected to
F ~  ............................
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r e t i r e ,  which makes the 1990s a perfect time fo r  Black women and other 
m inorit ies  who aspire to th is  level of educational adm in is tra tion . In 
a d d it io n , the 21st century w i l l  see a large  number o f higher education 
fa c u lty  members vacating th e i r  o ff ic e s  as th is  population ages. Again, 
the time appears to  be r ig h t  fo r  those who are q u a l i f ie d .
In general, these women were prepared fo r  educational teaching  
p ositions, a typ ica l choice fo r  career minded female m in o r it ie s .  They 
did not, however, plan fo r  the p o s s ib i l i ty  o f acquiring adm in is tra tive  
ro les .  The findings in th is  study suggest th a t fo r  th e i r  time of  
h is to r ic a l  career growth, planning fo r  t r a d i t io n a l ly  White, male 
o rien ted , managerial roles was not seen as r e a l i s t i c .  Instead, events 
re la ted  to the 1960s and the c iv i l  r ig h ts ,  a f f i rm a t iv e  action programs 
helped to propel these highly q u a l if ie d  women in to  th e i r  present 
circumstances.
Although these women were not a major force in charting th e i r  own 
career development, present circumstances d ic ta te  a new approach to  
career success fo r  Black females. Their advice to women in the 21st 
century focuses on sound career planning which includes educational 
preparation in the arts  and sciences along with the re a l iz a t io n  and 
acceptance of a ten year commitment to t h e i r  goal. Today's advice, 
th e re fo re ,  recognizes the importance of proper planning fo r  the woman 
who knows where she wants to be ten years from now.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
172
Demographic P ro f i le  
The second o b jective  of th is  study focused on the adm inistrators ' 
demographic p r o f i le s .
P ro f i le :  Comments about the 1990s and beyond
Fourteen (7456) o f  the 19 respondents were in the same age range, 
between 30 and 49 years. The remaining f iv e  (2656) ranged from 50 to  60 
plus years. Williams (1986) observed s im ila r  age groups among her 
sample. Middle and la te  adulthood best describes the developmental 
stages o f th is  group.
The doctoral degree had been awarded to eleven members o f  th is  
sample. One respondent saw the doctoral degree as the American Express 
card, and several respondents said th a t a l l  who aspire to  higher 
education adm in istration should have a doctoral degree. Black women 
"who aspire to  adm in is tra tive  roles in higher education must see the 
doctorate as a v is ib le  and v iab le  goal to work toward when planning and 
l iv in g  t h e i r  l ives"  (Harvard, 1986).
Their sa la r ies  ranged from $29,000 to  $60,000 and above per year.  
The greatest amount of salary var ia t io n  occurred among the  
assistant dean and d ire c to r  positions. These were the same groups in  
which the educational background also v ar ied . All o f the administrators  
with doctoral degrees had sa laries  in the consistent range o f $45,000 
and above.
Fourteen adm inistrators were employed by public in s t i tu t io n s ,  of  
which twelve were four year in s t i tu t io n s .  Five of these administrators  
were divided between the two most prestigious and well-known 
u n iv e rs it ies  in northern C a l ifo rn ia .
F   “
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In C a l i fo rn ia ,  there  are 106 community colleges, 20 C a lifo rn ia  
State University campuses, and nine University  o f  C a lifo rn ia  campuses, 
which gives a to ta l  o f 135 public in s t i tu t io n s  of higher education. In 
add ition , there are 45 p r iva te  colleges in C a l i fo rn ia ,  most o f which are 
small church re la ted  in s t i tu t io n s  and were eliminated from th is  study. 
Given the large number o f community co lleges, i t  is  unusual th a t  only 
three (16%) of the respondents were employed in a community co llege .
Public in s t i tu t io n s  outnumber pr iva te  in s t i tu t io n s  3 to  1. There 
are p o te n t ia l ly  more jobs a va ilab le  fo r  Black women in the public sector 
than in the p r iva te  sector by v ir tu e  of sheer numbers. Even so, both 
priva te  and public in s t i tu t io n s  are equal opportunity employers based on 
the a ff irm a tiv e  action laws. Whatever the reason, i t  is  c lea r  th a t more 
Black female adm inistrators are more l i k e ly  to be employed by public  
in s t i tu t io n s  than those th a t  are p r iv a te .
Twelve (67%) of the 19 respondents had been in th e i r  adm inistrative  
position between one and four years. The m ajority  of these women were 
hired between 1980 and 1984. These years were characterized by 
continued pressure exerted by in te re s t  groups fo r  the recognition of  
m inority  quotas. The quota system has been used to  operationalize  the 
concept of a ff i rm a t iv e  a c t io n . Compliance was measured by these 
numerical ind icators  which were usually based on percentage of m inority  
populations among c i t iz e n s .
At the same tim e, the conservative Reagan administration was 
elected to the White House. His adm in istra tion , along with other 
conservatives f r ie n d s ,  set out to challenge the a ff irm a tiv e  action quota
F ....................
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system, which resulted in major attempts at dismantling th is  forum.
This type of backlash e f fe c t ,  challenged the c iv i l  r ights  laws and has 
resulted in ongoing attacks . Most recently , the President vetoed the 
reaffirm ation  of the c iv i l  r ights  acts. The veto was subsequently 
overturned by Congress and the law was passed by an overwhelming 
m ajority  in both houses of Congress.
Kleinman (1987), in the f i r s t  of three a r t ic le s  on m inority  women 
in the work place, wrote th a t "the Reagan adm in is tra tion 's  active  
opposition to a ff irm a tiv e  action plus i t s  dismantling o f regulatory  
agencies hurt Black women, especia lly  professionals in corporate  
settings" (p. 10).
Gelman, Springer, B ra ils ford  & M i l le r  (1988) quoted Jack Boger of 
the NAACP legal defense in a Newsweek special report on Black and White 
people in American society concerning a f f irm a tiv e  ac t ion . Boger stated  
th a t "The old c iv i l  r ights network of academics, community service  
workers, government o f f ic ia ls  and foundation people has fa l le n  apart"
(p . 21). Boger's observation was also noted by Sector (1988) who stated 
tha t "the in te l le c tu a l  atmosphere of academia is  proving to  be no haven 
from b igo try , as reports of s im ila r  incidents--from  cross burnings to  
hate stained g r a f f i t i  and even physical assaults--have ripp led  through 
un ivers it ies  both large and small, l ib e ra l  and conservative, Southern 
and Northern, in recent months" (p. 1 ) .  At present, our United States 
legal system is also vulnerable. The nine member Supreme Court is  now 
composed of f iv e  conservatives and four l ib e ra ls  causing concerns by 
many l ib e ra ls  who support a ff irm a tive  action . Boger fu r th e r  commented
F   "
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th a t "the Justice Department, once the champion o f a f f i rm a t iv e  action ,  
has turned consistently  adversariol toward Blacks in court cases on that  
issue" (p . 21).
In another recent a r t ic le  w ritten  fo r  Business Week, E l l i s  (1988) 
noted th a t the Harris Poll revealed th a t  Blacks and Whites have sharply 
d i f fe re n t  perceptions of Black progress on the jo b .  E l l i s  c ited  the  
Reagan administration fo r  i t s  open assaults on a f f irm a t iv e  action  
programs which target m inority  h ir in g  and promotions as a ra t io n a le .
The Harris Poll included 1,650 White and 531 Black people. The resu lts  
indicated th a t 66% of Whites and 55% of Blacks honored a f f irm a t iv e  
action as long as i t  did not impose r ig id  quotas. Quotas were seen as 
counterproductive. The quota system has broken down under the Reagan 
adm inistration as evidenced by the slack in m inority  h i r in g .
I t  would appear th a t the a ff irm a t iv e  action programs o f the fu ture  
w i l l  emphasize the competence of the m inority  person ra ther than numbers 
based on color or sex. As jobs become scarcer, the w ill ingness to share 
them diminishes. Kearns, a CEO fo r  Xerox, envisions a very small number 
of Blacks at the top in the 21st century as "a ff irm a tiv e  action becomes 
harder and more controversial with a smaller p ie ."  "There is  an e l i t i s t  
movement a f lo a t .  We might eventually  end up with a declin ing  number of 
Black managers but in more s ig n if ic a n t  positions" ( E l l i s ,  1988, p. 70).  
Thus, those who make i t  to  the top 20 years from now w i l l  be highly  
q u a l i f ie d  candidates fo r  ch ie f executives o f f ic e r s .
The success of Jessie Jackson's campaign fo r  President would 
suggest th a t  Blacks have become p o l i t i c a l l y  more sophisticated in ju s t
r ..................... ........ .
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25 short years. However, the f u l l  impact o f  th is  sophistication has yet 
to  be seen.
Aspiring Black females in the 21st century w i l l  be part o f the  
second generation of the Black middle c lass, a tenuous ye t positive  
position . As E l l i s  found, "perhaps the most alarming th re a t  to  th is  
middle class group is  th a t  Black educational gains—the vehicle  fo r  
m obility  in to  the middle class as well as advancement w ith in  i t — have 
h i t  a solid  w a l l .  As even fewer Blacks f in is h  co llege , graduate school 
enrollment declines . The number of emerging Black teachers, Ph.D.s, 
physicians and lawyers is  fa l l in g "  (p . 6 3 ) .  Education is  a major key 
fo r  Black success and must be pursued. Findings suggest th a t both 
education and the legal system e f fe c t  the p o l i t ic a l  climate of a society  
and w il l  exert an impact upon the h ir in g  practices of i t s  public and 
priva te  in s t i tu t io n s .
Organizational P o l i t ic s
The th ird  o b jec t ive  o f th is  study explores the influence that  
in ternal and external organizational p o l i t ic s  played in the 
adm in istra tor's  a b i l i t y  to  obtain management positions and be successful 
in those ro les . The p o l i t ic a l  career issues discussed here include: (1) 
racism and sexism, (2 ) r is k  tak ing , (3) competition, (4) lo y a l ty ,  (5) 
power, and (6) deciding fa s te r  than peers.
In general, the administrators in th is  study were unable to
jr~
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p o s it ive ly  id e n t i fy  the impact of p o l i t ic s  upon th e i r  being hired and on 
th e i r  career enhancement. Even so, 68% of these administrators noted 
th a t  some external pressure helped to  p re c ip ita te  th e i r  h ir in g .  Their  
comments about these pressures were, in every case, p o l i t ic a l  as defined  
in most models o f p o l i t ic a l  behavior.
However, these women did not want to  view, fo r  example, personal 
contacts, a f f i rm a t iv e  action programs, or in s t i tu t io n a l  t ra d it io n s  as 
p o l i t ic a l  ac ts . This agrees with what M i l le r  (1976) found th a t  the  
women in her study ty p ic a l ly  saw p o l i t ic s  as a d i r ty  word. The 
partic ipants  of th is  study were fa r  less c r i t i c a l ,  yet they did not 
embrace the concept of p o l i t ic s  with open arms. Nine (47%) denied tha t  
p o l i t ic s  had any impact on acquiring t h e i r  jobs . This may perhaps be 
due to  the natural tendency of cognitive  dissonance. I t  may be 
d i f f i c u l t  fo r  Black women to consider the p o s s ib i l i ty  th a t one was hired 
fo r  reasons other than her s k i l l s  and q u a l i f ic a t io n s .
In any case, i t  would appear th a t a f f irm a t iv e  action le g is la t io n  
has had a s ig n if ic a n t  e f fe c t  on the increased h ir in g  of Black females in 
adm in istra tive  positions betwen 1980 and 1984, a d ire c t  re su lt  o f  
p o l i t ic s .
Rost and Cosgrove (1987) have suggested th a t  lack o f p o l i t ic a l  
savvy is not impossible when one considers th a t "un til  recen tly ,  
p o l i t ic s  has been l e f t  out of most of the academic l i t e r a t u r e  on. 
leadership" (p . 37 ) .  The same is  tru e  in management. Management 
theories are based upon a ra tional model th a t does not consider the 
p o l i t ic a l  nature of organizations. Managers are therefore  not taught to
r  ' “ .................~
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operate w ithin a p o l i t ic a l  environment. These women need to expand 
th e i r  p o l i t ic a l  education as the use of p o l i t ic s  is  crucia l to  both 
managers and leaders.
Racism
Less than 50% of the respondents (9 out o f  19) f e l t  a ffected  by 
e ith e r  racism or sexism or both. This finding is a surpris ing ly  small 
number considering th a t "white in s t i tu t io n s  are inherently  r a c is t ,  but 
i t  is  in v is ib le  to a l l  except the victims (Gelman, Springen, B ra ils ford  
and M i l l e r ,  1988, p. 26 ) .  The United States is  not c o lo r -b l in d .  Race 
s t i l l  m atters. " V ir tu a l ly  every Black person functioning in a White 
environment, o f course, at one time or another deals with prejudice or 
ju s t  p la in  discomfort from co-workers and supervisors" ( E l l i s ,  1988, p. 
70).
Even though less than 50% of the respondents stated th a t  they were 
affected  by racism and/or sexism, almost a l l  of the l in e  administrators  
were fa m i l ia r  with such encounters. Eight (89%) o f the nine 
administrators occupying the higher level positions experienced 
discrim ination . I t  would appear th a t the higher one climbs the ladder 
to success, the more l i k e ly  one is  to experience d iscr im ination . The 
competition is keen when the stakes are high.
Further results  of the Business Week Harris poll o f March, 1988 
revealed th a t "a th ird  of Blacks and only 20% of Whites, thought
w ~
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American has become more ra c is t  in the 1980s" (p . 6 5 ) .  Yet these 
findings are only s l ig h t ly  encouraging when one considers the fa c t  tha t  
a Black lynching occurred in Forsythe, Alabama in 1987. The conclusions 
of both H arr is 's  poll and th is  study are mixed at best as a m ajority  of 
Blacks continue to  perceive the e ffec ts  of racism. However, i t  would 
appear th a t  progress is  indeed being made.
Charles King, head of the Atlanta based Urban C ris is  Center, has 
spent nearly 20 years conducting workshops on Amerian racism. King 
begins his seminars by asking the partic ipan ts  to define racism. King 
argues th a t  "Whites cannot perceive th e i r  racism because racism is  by 
d e f in i t io n  the normal p ra c t ic e ,  customs and habits o f  a m ajority  group 
th a t  tend to disadvantage a m inority  group (Gelman e t a l , 1988, p. 26).  
King discovered th a t  in a l l  o f  his seminars no one wanted to state that  
the cause of racism is  White people and th e i r  a t t i tu d e s .  Black women as 
well as society in general must admit tha t the problem of racism in the 
United States stems p rim ari ly  from the a tt i tu d es  o f White men, a tt itudes  
which have been reinforced by our socie ty .
The society o f  un ivers ity  administrators is  p r im ar i ly  composed of 
White males who estab lish  the standards and set the tone. Shakeshaft 
affirmed th a t  "very l i t t l e  has been done to  change the nature and 
behavior of male school board members and administrators" (p . 127).  
Rodman (1987) opined th a t  she "had d i f f i c u l t y  find ing reasons why more 
women a re n ' t  being hired . . . .  I have the fee lin g  th a t i t  ju s t  ends 
up being d iscrim ination" (p. 17).
Charles R. Thomas, president of the A lliance of Black School
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Educators, is very skeptical about the potentia l fo r  m inority  women to  
obtain many o f the projected secondary school adm in istrative positions.  
Thomas re ferred  to  both racism and sexism in the system and predicted  
th a t " i f  the system t r a d i t io n a l ly  used to  place people s t i l l  e x is ts ,  and 
people's a tt i tu d e s  do not change, then things w i l l  be no b e tte r  in the  
fu tu re  than they are now" (Rodman, 1987, p. 16).
To change our system, we must change the androcentric nature of our 
so c ie ty . Shakeshaft (1987) coined th is  term to describe the male 
dominated a tt i tu d e s  of men and women, and our legal system. She fu rth er  
asserted th a t  " I f  we are to  make las t in g  change, we must confront a 
system th a t is  white male centered and white male dominated and change 
th a t  system" (p .  144).
Results from th is  study ind ica te  th a t  both racism and sexism are 
a l iv e  and well in in s t i tu t io n s  o f higher education but to a lesser  
degree. Black women in the 21st century who aspire to  top 
adm in is tra tive  roles are bound to  be exposed to  d iscrim ination , even 
though society is  slowly but surely changing. Women can serve as 
cata lys ts  to accelerate  th is  change.
In te re s t in g ly ,  change is  occurring a t  a steady pace in our major 
corporations. This change in the way corporations view women, 
immigrants and m inorit ies  is  p r im ar i ly  due to  the fa c t  th a t "from now 
u n t i l  2000, according to the U. S. Labor Department estimates, women, 
m in o r it ies  and immigrants w i l l  const itu te  84% of new entrants to the  
American work force" (p . 14).  Gelman e t al (1988) were aware of these 
findings and noted th a t "business is  tak ing a new look at racism and
F
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sexism" as projections in d ica te  th a t  the labor force of the 21st century 
w i l l  be increasingly  drawn from m inorities" (p . 21).
Some observers point to  the recent flood of foreign investments in 
United States corporations and see th is  trend as one ra t io n a le  fo r  the 
gradual decline of White, male dominant, power s truc tures . In a recent 
Los Angeles Times a r t i c l e ,  Edward W. Jones, a Black corporate  
consultant, stated th a t  " fo r  the f i r s t  tim e, White males are in  
in s t i tu t io n s  where they are not in power" (p . 4 . ) .
Much of the impetus fo r  the movement to recognize c u ltu ra l  
d iv e rs i ty  has been spearheaded by major in s t i tu t io n s  o f  higher education 
in C a l ifo rn ia .  Schachter (1988) reported tha t UCLA and UC Berkeley are 
part of a handful o f  C a l i fo rn ia  employers demonstrating t h e i r  alertness  
to the changes sweeping the work fo rce . Both u n iv e rs it ies  sponsor 
seminars on the issue of valuing d iv e rs i ty .  Sector (1988) reported that  
"both Columbia and Stanford u n ivers it ies  have recently  revised Western 
C iv i l iz a t io n  courses to include works by women and m in o r i t ie s .  And the 
fa c u lty  senate at Berkeley is  considering a controversial plan to  
require a l l  students to  take a course in ethnic d iv e rs ity "  (p . 2 2 ) .  In 
ad d it io n , Schachter documented th a t ,  "on a percentage basis , more women
and m inorit ies  have achieved managerial or professional rank in
C a lifo rn ia  than in the nation as a whole, re f le c t in g  the s ta te 's  
h is to r ic a l ly  high m inority  population and the crowding o f  na tive  and 
foreign born Asians in to  technical f ie ld s "  (p . 16).
Black women in higher education who reside in C a l ifo rn ia  w i l l  have
£
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an excellent chance to  reach the ranks o f upper management. The present 
movement within academia, coupled with the movement in business, 
provides an atmosphere o f great opportunity in the 21st century.
Opportunity and performance w i l l  ease the way as women aspire to  
managerial ranks. But, as Vernon Jordan, former President of the Urban 
League notes, "you have to  be where the opportunity is  and whereever 
white people are , there is  opportunity" (p . 1 ) .  "The r e a l i t y  of i t  is  
th a t  biasedness, racism, sexism, and a l l  cu ltu ra l  d ifferences ex is t  and 
you have to accept them as hurdles on the track" (Schachter, 1988, p.
1).
I t  would appear th a t because of the large in f lu x  of m inorit ies  into  
the work fo rce , our society is  now ready to  address the issue of racism 
and i t s  sp in -o ff  e f fe c ts .
Sexism
The women in th is  study viewed the problem o f  sexism much l ik e  tha t  
of racism because, as one respondent put i t ,  "we embody two minority  
labels at the same tim e." Black women are a ffected  by what has been 
coined the "Double Whammy." One respondent recalled raised eyebrows in 
response to a missed meeting caused by taking her ch ild  to  the doctor. 
Another noted th a t  she f e l t  the strength of sexism being one of few 
Black women on campus. Others stated th a t  i t  was a primary issue 
because they worked by and large with White males.
The numbers of women managers in general have not increased
F  ~  ..
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s ig n if ic a n t ly  enough to  have an impact on th is  gender re la ted  f in d in g .  
Women in general are scarce among managers in higher education.
Sexual stereotyping is  an additional l im ita t io n  fo r  Black women.
For example, in  primary and secondary education men are often favored 
fo r  the ass istant p rinc ipa l ship. Assistant p r inc ipa ls  have 
t r a d i t io n a l ly  been viewed as d is c ip l in a r ia n s ,  who were males. But 
because entry  in to  the secondary schools' adm in is tra tive  ranks is  often  
through the ass is tant p r in c ip a lsh ip , Rodman noted th a t  "women get 
excluded" (p . 1 7 ) .  In ad d it io n , he observed th a t declin ing  enrollments 
and increasing school closures and consolidations have exacerbated the  
problem of gaining entry  in to  th is  system. I t  l im i ts  the number of 
adm in istra tive  openings. U n iv e rs it ie s ,  thus f a r ,  un like  secondary 
education, have not been forced to  consolidate or close t h e i r  campuses. 
And, the large scale retirement o f un ivers ity  adm inistrators has not 
been documented as y e t .  However, the large scale retirem ent of higher 
education fa c u lty  is  documented in the Chronicle o f  Higher Education 
(1986, p. 45 ) .
Shanlik , d ire c to r  o f the American Council on Education's o f f ic e  of 
women, reported th a t  the "12 year growth in the number of female 
presidents has slowed since 1984" (1988, p. 15 ) .  Women now occupy only 
296 of the approximately 3,000 college president pos it ions , less than 
10%. This f ig u re  p r im ar i ly  re f le c ts  appointments made between the years 
of 1975 to 1987. Only 10 women were appointed between 1984 and 1987.
However, in elementary and secondary education, the tables appear 
to be tu rn ing . The San Diego Unified School D is t r ic t  has 436 management
P  • -
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positions. These include the t i t l e s  o f superintendent down to  central 
o ff ic e  managers. Forty -e ight percent (210) are women and 10% are Black. 
Sim ilar f indings were quoted fo r  the Sweetwater School D is t r ic t .  
Sweetwater has only 92 managment positions and approximately one-third  
(32%) are women, but none are Black. This increase in the number of  
women administrators shown here must be considered in the context of  
th is  l im ited  regional sample.
I t  would appear th a t  sexism in American society w i l l  perhaps no 
longer be to le ra te d .  Women are now coming in to  positions of power in 
large enough numbers to re a l ly  make a d iffe ren ce  in the scenarios o f  the  
past. The 21st century has the potentia l to be one o f increasing  
e q u a li ty .
Competition
Being competitive is  a value prized by our society and the  
respondents of th is  study. F ifteen (79%) o f the administrators remarked 
th a t  having a competitive s p i r i t  was important to  t h e i r  career 
development. They used such adjectives as "very," "extremely," and 
"absolutely essentia l"  to  describe the importance of a competitive  
s p i r i t .  One adm in istrator exclaimed th a t  " in  f a c t ,  your competence is  
measured by how well you do compared to  the mainstream." She fu rther  
stated that Black females "must be able to  compete with other 
professional s."
On the other hand, the remaining four (21%) o f the administrators
1   "     .
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f e l t  th a t  having a competitive s p i r i t  was not important to  th e i r  career 
advancement. Instead they saw having a cooperative s p i r i t  as more 
important and excluded competition a l l  together. One adm in istrator  
said , " I  have never p a r t ic u la r ly  wanted to  be one of the pack o f  hounds 
chasing the mechanical ra b b it ."  Another expressed the notion o f team 
play , saying: " I  am more interested in moving groups of people along."  
Competition was not seen as the major motivator fo r  these four  
respondents. F ifteen  (79%) o f  the respondents recognized the importance 
of being com petit ive , but a l l  19 agreed on the importance of  
cooperation. Being cooperative allows one to  b e n ef it  from increased 
in form ation, which can be used to  be more competitive. Being 
competitive does not preclude cooperation. On the contrary , i t  becomes 
a necessary ingred ien t.
These women exhibited a s ty le  of fam ily  management b u i l t  on team 
s p i r i t  in the ranks, rather than fostering  adversarial re la t io n s .  What 
some of these women fa i le d  to  re a l iz e  is  tha t one must be competitive in 
order to be considered fo r  the team. Members of a team are chosen based 
upon th e i r  a b i l i t y  to  compete. Yet, once the team is  chosen, the 
members must be able to cooperate in order fo r  the team to accomplish 
i t s  goal. The bottom l in e  remains, may the best team win, and a winning 
team means a win fo r  each member.
Fisher (1981) reported th a t  middle managers, male and female, 
compete fo r  a very small number of positions at the top and th a t  "much 
has been w ritten  about the p l ig h t  of middle managers now in th e i r  
t h i r t i e s  and fo r t ie s  who find  the corridors to advancement clogged with
F  “  " ........... .
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too many warm bodies" (p . 34). She reaffirmed the fa c t  th a t  Black women 
must accept and understand th a t they are competing fo r  very scarce 
positions. Men, women, m in o r it ies ,  and immigrants are a l l  competing fo r  
the same or s im ila r  p r iz e .
Developing mentor re lationships with other women serves to  foster  
both a cooperative and a competitive s p i r i t .  Black women and women in 
general must begin to cooperate with one another, thereby increasing  
th e i r  competence and overall a b i l i t y  to be competitive.
Having a competitive s p i r i t  was ranked sixteenth on the Strategies  
Feedback Tool, suggesting tha t in general, competitiveness was not seen 
as crucial to  the career development of these adm in istra tors , a fa ta l  
oversight in today's competitive world. Black women must accept the 
notion that competition is  a fac t of l i f e .  Everybody competes. 
Competition fo r  highly desirable adm in istra tive  roles is keen.
Loyalty
The administrators described lo y a lty  as:
1. Supporting the po lic ies  of the in s t i tu t io n ,
2. Being a team p layer,
3. Being able to  p a r t ic ip a te  in the decision making process and 
thereby support the results  of tha t process,
4. Being fa m i l ia r  with the goals and objectives of the 
organization,
5. Doing what is  expected,
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6. Caring about q u a l i ty ,  people, and the in s t i t u t io n ,
7. Being responsive to the in s t i tu t io n .
Eight (42%) of the adm inistrators described lo y a l ty  as the act of  
understanding the mission and purpose of the in s t i tu t io n  and e f fe c t iv e ly  
buying into i t .  In general, the respondents stated th a t  lo y a l ty  was an 
important value to  them and to  the organizations in which they worked.
In add ition , two o f the women agreed th a t lo y a l ty  involved caring.  
The e th ic  of caring is  a gender related finding and has been documented 
by G ill igan  (1987) and others. Women are the care takers of the world. 
They therefore  "have a special resp o n s ib il ity  to assure i t s  future  
preservation" (Boneparth and Stoper, 1988, p. 300). A large degree of 
p art ic ip a tio n  in the decision making process usually occurs among l in e  
administrators in the u n ivers ity  setting  and nine of these women were in 
l in e  ro les . Eight o f  these nine women are the same respondents that  
said lo y a lty  involved understanding the mission and purpose o f the 
in s t i tu t io n .  They saw themselves as lo y a l ,  but not to  the point of 
compromising th e i r  in te g r i ty .
These data suggest tha t the amount o f  lo y a l ty  in an organization is  
d ire c t ly  proportionate to  the amount of decision making a c t iv i t y  
experienced by the in d iv id u a l .  Being loyal to  the  organization did not 
re lieve  the administrators o f th e i r  moral re s p o n s ib i l i t ie s .
Risk taking
Risk taking was seen as essential among a l l  o f  the respondents.
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This unanimous response was not, however, viewed without caution. Risk 
taking involved tak ing  ca lcu la ted , nonhazardous r is k s .  And when things 
don't go as planned, one must be able to  deal with disappointments in a 
pos itive  manner. Risk taking was ranked 10th on the feedback to o l .
Rost (1984) reported th a t  leaders e x h ib it  high r is k  taking behavior, 
while managers in general practice low r is k  taking behavior. One could 
say th a t  the women in th is  study practiced the old c lich e : nothing 
ventured, nothing gained.
These women "as adults  have replaced the i l lu s io n  of parental 
protection; they can take calculated risks in order to  be free" (Gould, 
1978, p. 4 3 ) .  They control th e i r  own l iv e s  from deep inside themselves. 
They have reached adulthood which enables them to  escape the c h i ld l ik e  
disregard fo r  s a fe ty .  Gould (1978) implied th a t  the trauma of 
near-misses and almost-consequences experienced during our youth 
prepares us fo r  r is k  tak ing in adulthood. His " d e f in it io n  o f acceptble 
r isk  becomes a product o f  one's own experience" (p . 61) .
Gender re la ted  research has shown th a t  men and women react to the  
p o s s ib i l i ty  o f r is k  on d i f fe re n t  le v e ls .  Hennig and Jardim (1977) found 
th a t  "women see r is k  as e n t i re ly  negative , a f fe c t in g  the here and now. 
Men see r isk  as a f fe c t in g  the fu tu re ;  i t  is  r isk in g  one's own p o te n t ia l ,  
r isk ing  fu ture  ga in , r isk ing  career advancement" (p .  4 7 ) .  The women in 
th is  study are more c losely  aligned with the male oriented view of r isk  
tak ing .
F
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Accomplishing More and Deciding Faster
Findings in th is  section of the study are based on a continuum 
scale re la t in g  to  confidence. The respondents were asked to describe 
how th e i r  a b i l i t y  to accomplish more and decide fa s te r  than th e i r  peers 
affected  th e i r  career success. The response was somewhat unexpected. 
Only 4 of the 19 women were confident in th e i r  s k i l ls  and ta len ts  in 
deciding fa s te r .  Three held the t i t l e  of president and the other held 
the t i t l e  of dean. These women who occupy top level positions were 
indeed confident in th e i r  a b i l i t i e s  and rea lized  th a t  hard work and 
educational achievements were at the base of th a t confidence. "Smart 
players promote themselves" (Harragan, 1977, p. 237).
Seven other respondents were somewhat confident but hedged th e i r  
responses in c o l la te ra l  issues tha t served to  va lida te  and help fo s te r  
t h e i r  a b i l i t y  to perceive themselves as confident. These women spoke of  
w ill ingness , being thorough, and being in the r ig h t  place at the r ig h t  
time. Two of the women were c le a r ly  not confident at a l l ,  i f  these 
responses measure confidence.
The second largest group of respondents were the most d is turb ing .  
This group chose not to  respond to  the question. Six (32%) stated tha t  
they did not understand the question, a rather unusual f inding in tha t  
the 13 other women did respond. I f ,  indeed, smart players in the game 
of work promote themselves, these women w i l l  perhaps find  i t  d i f f i c u l t  
to  advance in th is  game. I t  appears th a t women and th e i r  work are much 
less regarded and known than men and th e i r  work. Thus women tend not to  
value th e i r  s k i l ls  and a b i l i t i e s .  Therefore, deciding fa s te r  and 
accomplishing more than th e i r  male peers was not valued by the m ajority
F ~  ......
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of th is  group. Attaching value to one's work serves to build confidence 
in  the a b i l i t y  to a c t .
Harragan (1977) explained th a t "without the motivation of showing 
his fr iends  and r iv a ls  how much he has improved his physical s k i l l s ;  
i t ' s  a rare boy who would w i l l in g ly  spend hours practic ing how to throw 
or catch a b a l l"  (p . 78).  This researcher would caution Black women to
reevaluate t h e i r  positions on the question o f confidence and would
encourage them to  make public th e i r  accomplishments, whenever 
appropriate ly  possible. Of course, no one l ik e s  an e g o t is t ,  but 
everyone l ik e s  a winner!
Harragan continued her analysis by cautioning women about wrong 
assumptions re la ted  to th e ir  job s ta tu s . She found th a t one major wrong 
assumption of women involved "the delusion th a t having a job means you 
are autom atically  in the game. For men, yes. For women, no. We must 
apply and q u a l ify  fo r  the team. Otherwise they [women] are routed to  a
peripheral role" (p . 78) .  Confidence w i l l  enable Black Women to
withstand the obstacles that confront them in th e i r  attempts to q u a l ify  
fo r  an adm in is tra tive  team.
Power
Power is  a term that has masculine connotations. Typ ica lly ,  
managers and leaders use e ith e r  t h e i r  personal power or positional 
power to  achieve t h e i r  goals and draw others to  these goals and
r ..
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collaborate  in achieving them. The managers in th is  study used th e i r  
personal power most freq u en tly . F ifteen  (80%) of the women embraced 
th is  notion and used adjectives such as in fluence , persuasion, and 
re la tionships  to  describe power. Ten o f  these women a ttr ib u te d  th e i r  
a b i l i t y  to use th is  power to  the o f f ic e  they held.
Empowering others was a concept ty p ic a l ly  found among these women. 
This is  s im ila r  to Kanter's (1983) statement th a t women tend to minimize 
the a u th o r ita t iv e  exercise of power and maximize subordinate autonomy 
and learning through delegation . Kanter defined empowerment as the  
c irc u la t io n  of power through open communications, networking, and 
d ecentra liz ing  resources (p. 159). Shakeshaft (1987) observed that  
" th is  sharing o f power is  based on the notion th a t power is  not f i n i t e  
but ra ther th a t  i t  expands as i t  is  shared" (p . 206). She fu r th e r  
commented on women's co llab o ra tive  approach to  decision making, noting 
th a t research findings have supported th is  s ty le  fo r  e f fe c t iv e  leaders.
The s ty le  and approach to the use of power resources varied among 
the administrators in th is  study. They viewed power much l ik e  Burns 
(1978) who stated th a t "power is  f i r s t  o f  a l l  a re la tionsh ip" (p . 13).
Successful Management Strategies  
The fourth  ob jective  of th is  study required the documentation o f  
the successful management behaviors and stra teg ies  common to th is  group 
of administrators in higher education.
The i n i t i a l  face to  face interviews with the 19 administrators
F
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id e n t i f ie d  nine common s tra teg ies  which include: (1) obtain a broad 
experience, (2 ) earn a doctoral degree, (3 ) obtain a fa c u lty  pos it ion ,  
(4) plan e a r ly ,  (5 ) f in d  a mentor, (6) take advantage of opportu n it ies ,  
(7 ) develop v i s i b i l i t y ,  (8 ) use networks, and (9) evaluate s e l f  (see 
Table 7 ) .
The ranking o f  the s tra teg ies  changed with the in troduction  of 
additional variab les  found in the l i t e r a t u r e  on ba rr ie rs  to  women's 
advancement in school administration and business corporations, as well 
as in organizational management theory. A f in a l  l i s t  o f  20 s tra teg ies  
is  found in Table 8 . Eighteen of the 19 respondents ranked these 
stra teg ies  in  a feedback tool mailed to  the adm inistrators a f te r  the 
in te rv iew . One respondent did not agree with the method used to  rank 
the 20 general s tra teg ies  in the order of importance to  her own career.  
She saw the use o f the s tra teg ies  as cumulative, no one being more 
important than the o ther.
Using mean scores, the researcher id e n t i f ie d  the top three  
s trateg ies  of the 18 respondents as: (1 ) Gain interpersonal s k i l l s ,  (2) 
Find a mentor who can a s s is t ,  (3) Deal p o s it iv e ly  with racism and 
sexism. The numerical d ifferences in mean scores were minor and cannot 
be viewed as s t a t i s t i c a l l y  s ig n if ic a n t .
The data suggest th a t  in general Black females who aspire to an 
adm in istrative  management position in higher education have a b e tte r  
chance to  succeed i f  they possess a l l  o f the top three  s tra te g ie s .
Additional s tra teg ies  reported as successful by the administrators  
are presented in  Table 12. The typ ica l but d i f f i c u l t  fa c u lty  route was
F
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
193
prized fo r  i t s  rigors and academic c lo u t .  But few of these Black women 
followed th is  path exc lus ive ly . This trend must change i f  Black women 
desire to be competitive in th is  academic arena. The fa c u lty  route  
requires th a t  the adm inistrator obtain a degree in one o f the mainstream 
arts  and sciences and th a t  she be w i l l in g  to devote at le a s t  10 years to 
climbing the l in e  versus s ta f f  adm in istra tive  ladder in tenure track  
fa c u lty  positions.
Future Vision
The f i f t h  ob jective  was to  determine how these administrators  
viewed themselves in terms of professional success, fu tu re  career 
o b je c t iv e s , and asp ira t io n s . Future visions centers on the 
adm in is tra to r 's  need to make a contribution to socie ty . Such a 
contribution  may require creating structures and processes th a t  fu rth er  
human and economic development.
On behalf o f the National In s t i tu te  fo r  Women o f Color, Parker 
presented testimony at a le g is la t iv e  hearing on December 4, 1987. She 
t e s t i f i e d  to combat what she id e n t i f ie d  as "the myth th a t  women of color 
are not preservers o f the fu tu re ,  as society  often views them as 
r e la t iv e ly  powerless and data co llec tio n  agencies deem them 
s t a t i s t i c a l l y  in s ig n i f ic a n t .  Both are rooted in racism and sexism" 
(M o r itz ,  1988 p. 2 ) .  Parker went on to describe the fa c t  th a t  "women of 
co lo r— l ik e  most women throughout the world—have a major resp o n s ib i l ity  
fo r  the fu tu re .  We bear and ra ise  ch ild ren , maintain and pass on
f
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t r a d i t io n s ,  serve and nurture communities" (p .  2 ) .  This unique role  
enables women to take a long range perspective on l i f e .
In describing his theory of ego development, Erikson (1963) 
addressed the issue o f g e n e ra t iv i ty .  He presented g e n e ra t iv i ty  as the  
developmental task of middle adulthood concerned with the sense of
having contributed to  the fu tu re .  Of course, the concept also includes
such conventional terms as productiv ity  and c r e a t iv i t y .
The respondents in th is  study expressed a w ill ingness to assume a 
resp o n s ib il ity  fo r  others. Fourteen of the 19 administrators f a l l  
within the category o f middle adulthood. All 14 of these Black women 
were concerned with some aspect of g e n e ra t iv i ty .  The respondents made 
such statements as: " I  fee l responsible fo r  sharing in the guidance of 
our next generation;" " I  am concerned with the development of our youth 
who w i l l  u lt im a te ly  control our society;" " I 'v e  made a pos it ive  e f fe c t  
on social problems and the community;" and " I t  is  an humbling experience 
fo r  a student to  return to campus and say th a t  I was very instrumental 
in h is /her  higher education." Additional statements included: " I  am 
committed to make the world a b e tte r  place;" " I  am p a r t ic ip a t in g  heavily  
in the community;" " I  am committed to making the world a b e tte r  place
even i f  i t  impacts only one l i t t l e  student;'* and " I  am working towards
creating an environment th a t 's  conducive to the academic success of 
minority students and a l l  students."
Repayment to those who fought fo r  the adm in istrators ' freedom of  
opportunity were expressed by such statements as: "We a l l  fee l a need to  
pay back society;" " I  want to make at least some small contribution to
w~ ..... ...............................
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those who helped me along the way;" and " I  am here because there are a 
lo t  of people who opened the way."
The findings of th is  study ind icate  th a t  making a contribution to  
society was seen as most important to these adm inistrators in terms of  
th e i r  professional success and fu ture  career o b jec t ives . All o f the  
administrators f e l t  a sense of re sp o n s ib il ity  to  the next generation.
I t  was a repeated theme, centering on th e i r  a b i l i t y  to  make a d iffe rence  
and th e i r  repaying those who had fought fo r  th e i r  r ig h t to  educational 
freedom.
Summary
The categories o f the administrators sampled included the  
fo llow ing: three presidents, four vice presidents, two deans, six  
assistant deans, and four d irec to rs .  The m a jor ity  o f  th is  group 
represents a high level of adm inistrative positioning within higher 
education.
All o f the administrators were employed in t h e i r  present positions  
since 1980 and the length of employment ranged from one to seven years.  
The average age of the administrators ranged from the e ar ly  30s to the  
l a te  40s. Only four were in the age group from 50 to  60 years.
Eight of the administrators had sa laries  in the range o f $60,000 or 
above. Eleven of the partic ipants  have doctoral degrees and one 
reported being enrolled in a doctoral program. Ten of the eleven 
degrees were conferred by t r a d i t io n a l ly  White u n iv e rs i t ie s .  Although
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only three respondents had mentors, i t  was thought to  have a positive  
e f fe c t  on salary le v e l .  The women mentors expressed great sa t is fac tio n  
in th e i r  mentor re lationships  and t h e i r  a b i l i t y  to  provide necessary 
assistance.
Four categories emerged from the in te rv iew  questions. The f i r s t  
category concerned career choice and acqu is it ion  and included the 
narration of the paths taken by the administrators to  secure th e i r  
positions in higher education. The second category dealt  with  
organizational p o l i t ic s  and spoke to  the issues o f  racism and sexism, 
competitive s p i r i t ,  r isk  tak in g , lo y a l ty ,  power, and accomplishing more 
than one's peers.
The th ird  category re la ted  to  the s tra teg ies  the Black female 
administrators f e l t  were important in securing adm in is tra tive  positions  
and from them a l i s t  o f nine s tra teg ies  repeated by at le a s t  four 
partic ipan ts  was developed by the reseracher. Eleven other s tra teg ies  
were added to the nine to  make up a f in a l  l i s t  o f 20 general s tra teg ies .  
The 20 s tra teg ies  are a combination of the nine personal s tra teg ies  of  
the partic ipants  along with s ix  s tra teg ies  based upon the researcher's  
review and synthesis of the l i t e r a t u r e  on b a rr ie rs  to  women's entry in to
management, plus f iv e  based on s p ec if ic  management th e o r ies .
The fourth category focused upon fu tu re  visions and discussed the 
middle adulthood developmental task described as g e n e ra t iv i ty  or making
a contribution to society and, thus, the fu tu re .
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Methodology
Because there was a dearth o f l i t e r a t u r e  which d ea lt  s p e c if ic a l ly  
with the successful adm in istra tive  behaviors and s tra teg ies  used by 
Black females in higher education, the review o f  re la ted  and ava ilab le  
l i t e r a t u r e  focused on the problems faced by women in general, the  
underrepresentation o f  Black female adm in istra tors , and the very l im ited  
data on Black women in higher education adm in is tra tion .
The q u a l i t a t iv e  research approach was u t i l i z e d  because o f  i t s  
a b i l i t y  to y ie ld  ins ight in to  the values, perceptions, and motivations 
of Black female adm inistrators in higher education not found in 
q u a n tita t iv e  s tud ies . The study did not seek to v e r i fy  any given theory 
or set of a p r io r i  assumptions, but rather sought to  understand the  
r e a l i t y  of the administrators under study and how i t  re la ted  to  th e i r  
success in t h e i r  careers.
The data were collected  through in-depth personal interviews with 
the 19 respondents. The interviews were tape recorded and transcip ts  of 
the interviews made. The tran scrip ts  were analyzed according to the 
constant comparative method of analysis .
Conclusions o f th is  investiga tion  are organized around the f iv e  
research questions.
How Black Females in Higher Education Acquired Their Positions
This study ind icates  tha t the career development o f Black female 
administrators is  not characterized by a s ingle  l in e a r  path. However,
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most of these women traveled the fa m i l ia r  fa c u lty  route. Timing 
appeared to play a ro le  in th is  group's career mapping as they were 
p o s it ive ly  affected by both the period of a f f irm a tive  action and the  
women's movement of the s ix t ie s .
Planning e a r ly  fo r  an adm in is tra tive  career would a t f i r s t  glance 
appear to  be a generally  accepted s tra teg y. However, nine (47%) of the 
administrators disagreed with th is  approach. One cannot expect people 
to answer p o s it iv e ly  when they hadn't planned fo r  th e i r  own careers.  
These findings would fu r th e r  suggest th a t  these administrators in 
general did not take an active  ro le  in charting th e i r  own career maps.
The Demographic P ro f i les  of Nineteen Black Female Administrators
A large m ajority  o f  these administrators are between the ages o f 30 
and 49 years, a period described by Erikson and Levinson, among others,  
as middle adulthood. Seven out of 19 held the t i t l e  o f  vice president 
or above, which perhaps indicates a change in the acceptance of Black 
women as adm in istra tors . Their sa lar ies  appeared to be competitive  
compared to  White women in s im ila r  roles and ranged from $45,000 to  
$60,000 and above. But great salary varia tions were noted among the  
t i t l e s  of assistant deans and d ire c to rs .  One might conclude th a t these 
positions are not as consistently  appraised as to the c r i t e r i a  used to  
set salary  le v e ls .  An a lte rn a t iv e  conclusion would be tha t they are 
s ta f f  positions, the re s p o n s ib i l i t ie s  of which vary g re a t ly ,  and, as a 
re s u lt ,  do not command consistently  high s a la r ies .
b
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The doctoral degree was viewed as important by eleven of the 
administrators who held th is  degree. Most o f  the administrators  
perceived i t  as the American Express card; you don't become a high 
ranking administrator without i t .
The Role of In terna l/E xterna l Organizational P o l it ic s
P o lit ic s  was defined in Chapter I  as the bargaining among 
regularized c irc u i ts  between individual members of an organization . A 
more appropriate d e f in i t io n  of p o l i t ic s  fo r  th is  group would be, who 
gets what, when, and how (Lasswell, 1936). Data gathered in th is  study 
suggest that p o l i t ic s  did play a ro le  in the acquis ition  or maintenance 
of these adm inistrators ' positions. Nine of the administrators answered 
"no" to th is  question. However, upon closer analys is , one recognizes 
th a t  p o l i t ic s  did e x is t  among th is  group and included mentors, the use 
of a ff irm a tive  action , empowering others, increasing one's v i s i b i l i t y ,  
being competitive, and networking. All are considered by th is  
researcher to be p o l i t ic a l  fa c to rs .  They were used by the  
administrators to increase th e i r  bargaining c irc u i ts  and therefore  can 
be labeled p o l i t i c a l .
P o l it ic s  was viewed as a masculine, pro fan ity  and thus was not 
openly embraced by many women. Yet, even the sociological view of 
organizations, expressed by Selznick (1957) and Parsons (1966 ),  
emphasized the p o l i t ic a l  bargaining and negotiation behavior practiced  
by educational in s t i tu t io n s .  Bolman and Deal (1984) also see p o l i t ic s
F '
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as one way of viewing organizational behavior.
Further, recent findings by leadership scholars encourage a wider 
acceptance of the p o l i t ic a l  nature o f organizations. Like i t  or not, 
a l l  organizations are p o l i t i c a l .  Appropriate p o l i t ic a l  p ractice  can 
lead to organizational and personal success. P o l it ic s  and power are 
both crucial aspects of leadership . Leadership can also be practiced by 
managers.
Documented Successful Management Behaviors and Strategies
The f iv e  most popular behaviors and s tra teg ies  i n i t i a l l y  advocated 
by the partic ipants  were: (1) obtaining a broad base experience, (2) 
obtaining a doctoral degree, (3 ) tak ing  the facu lty  route , (4 ) planning 
ear ly  fo r  an adm in istrative  career and, (5 ) finding a mentor who can 
assist in one's career development.
The top f iv e  ranked career enhancement s tra teg ies  included: (1) 
gaining interpersonal s k i l l s ,  (2) f ind ing a mentor who can ass ist in 
one's career development, (3) learn ing to deal with racism and sexism, 
(4 ) gaining decision making s k i l l s ,  and (5 ) obtaining a doctoral degree.
Obtaining a doctoral degree and find ing  a mentor who could assist  
with one's career were consistently  noted among both groups and, 
th e re fo re ,  must be viewed as the most important indicators  fo r  career  
success.
F
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Future Visions
These administrators saw themselves as ro le  models fo r  both the 
community at large  and the educational community s p e c i f ic a l ly .  They 
appeared comfortable with t h e i r  positions which afforded a level of 
generous autonomy and p rest ig e .
All o f the adm inistrators viewed themselves as competent and hard 
working ind iv iduals  who were concerned with contributing  to the future  
of society and leaving a legacy to  improve th a t socie ty .
Recommendations
Progressing through the ranks of academic administration w il l  
continue to  be a challenge fo r  the Black women. While the  
re sp o n s ib il ity  fo r  maximizing career development should not rest so le ly  
with the adm in istra tors , th is  investigation  y ie lds  information that can 
be used by Black females to  f a c i l i t a t e  th e i r  own career growth. The 
f in a l  l i s t  o f 20 s tra teg ies  presented fo r  Black women who are 
contemplating a long term career in higher education administration is 
found in Table 12. The top f iv e  s tra teg ies  are highly recommended and 
should be taken seriously by a l l  Black women who seek higher education 
facu lty  and adm in is tra tive  positions as th e i r  goal.
In add it ion , i t  is  suggested th a t:
1. Academic in s t i tu t io n s  re a l iz e  and assume th e i r  responsib lity  
fo r  enhancing the career growth of Black female adm in is tra tors . I f  
in s t i tu t io n s  continue to not address th is  issue, business entrepreneurs
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and priva te  industry w i l l  reap the benefits  of these q u a l if ie d  Black 
candidates.
2. Black women who are interested in holding top ranked l in e  
positions in higher education should plan to spend time gaining  
experience, progressing through the t ra d it io n a l  facu lty  route .
3. Established l in e  administrators should serve as mentors to  
provide valuable experiences fo r  Black women who are graduate students, 
young fa c u lty  members, and beginning adm inistrators.
4. Black women should learn to compete fo r  scarce resources 
without abandoning th e i r  e th ic  of caring and co llabora tion .
5. Black women should engage in serious discourse with progressive 
White males (A ld e r fe r ,  1982, p. 163) about the persistence of racism and 
sexism.
6. Black women should explore the use of sharing power with others 
and develop the s k i l l s  of empowering others to s ig n if ic a n t ly  impact on 
an organization.
7. Educational in s t i tu t io n s  should explore the potentia l fo r  
increasing the number of Black female professors of educational 
adm in istration.
8. Organizations should design workshops to address spec if ic  
b arr ie rs  experienced by Black women and other m inorit ies  in higher 
education adm in istra tion .
9. Organizations should develop workshops to  address the use of  
p o l i t ic s  w ith in  organizations by Black women and women g enera lly .
10. Black l in e  administrators should explore ways to  impact the
F  ...............
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h ir in g  practices o f human resources personnel as they re la te  to  racism 
and sexism.
Recommendations fo r  Further Research
The following suggestions are made fo r  fu ture  research,
1. A rep lica tio n  be made o f th is  study with administrators in  
other geographical locations with several m odifications. To improve the 
study, the length and depth of the interviews should be expanded to  
allow fo r  more structured and unstructured conversation. Secondly, the  
administrators were the only source of data on themselves. Additional 
w ritten  surveys and interviews with the colleagues of the administrators  
would be very h e lp fu l .
2. Q u a lita t ive  transactional and transformational leadership  
studies should be conducted on Black women who approach th e i r  followers  
with a desire to exhange one resource fo r  another; or the a b i l i t y  to  
recognize and s a t is fy  the higher needs of th e i r  fo llow ers . These 
leaders w i l l  have a power base and a vision generally 'recognized by 
t h e i r  peers. They w i l l  also exert an impact on the future  of our 
socie ty .
3. S im ilar q u a l i ta t iv e  studies should be conducted with Black 
women in corporations, K-12 school d is t r i c t s ,  and with public  
administrators in c i t y ,  county, s ta te ,  and federal o f f ic e s .
4 . In-depth q u a l i t a t iv e  research on the childhood and young adult 
l i f e s ty le s  of Black female administrators may provide an understanding
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of the events which help to  shape the growth and development of these 
women, thus providing a more in c is iv e  and in s ig h tfu l  study.
5. Q u a lita t iv e  and q u a n tita t iv e  research on the issue of racism 
and i t s  e ffe c t  on women should be encouraged. Findings may assist in 
solving one of socie ty 's  most devastating and pervasive problems.
Concluding Remarks
Managers who operate w ith in  organizations use power, are goal 
orien ted , maintain high v i s i b i l i t y ,  motivate people by m obilizing  
resources, and engage in transactional behavior or exhanges in order to 
get needs met.
Rost, J e f f r ie s  & Henrickson (1988) recognized that "the problem of 
confusing and/or equating leadership with management is evident in the 
mainstreams of many scholarly  t ra d it io n s "  (p . 3 ) .  In the past, 
researchers have made the mistake o f studying people who occupy e l i t e  
positions w ithin our organizations in an attempt to study leadership.  
This research i s ,  by design, management orien ted . Nineteen Black female 
managers were studied in both l in e  and s t a f f  roles in higher education 
adm in is tra tion .
All women, no matter what t h e i r  ethnic background, should be aware 
th a t  as a group, they occupy a very small percentage of a l l  
adm in istra tive  positions in higher education. I t  is  conceivable tha t at 
some p o in t,  women in  general and Black women in p a r t ic u la r ,  w i l l  be in 
enough decision making positions in academic communities to  change the
r  — ...............................
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h ir in g  and promotion patterns . Until then, Black administrators must 
continue to  network in order to  prevent is o la t io n ,  seek the doctoral 
degree, develop mentor re la t io n sh ip s , have good interpersonal s k i l l s ,  
become p o l i t i c a l ,  and deal e f fe c t iv e ly  with racism and sexism.
Major in s t i tu t io n s  today are frequently  run by managers and 
educational in s t i tu t io n s  are no d i f f e r e n t .  Therefore, scholarly  
research dedicated to  the understanding o f  both Black female managers 
and leaders in academia is  sorely needed. The quest fo r  knowledge in  
th is  case and a t  th is  time transcends the need to d istinguish  leaders 
from managers. Instead, the findings of Simeone (1987) presents an even 
greater concern. She noted th a t  "the scholarhsip of women may be 
d if fe re n t  in s ty le  and substance when compared to  mainstream academic 
scholarship" which has the tendency to  "focus on the perspectives, 
accomplishments and experiences o f men; the gatekeepers" (p . 74 ) .  Even 
so, the focus of th is  research has d e l ib e ra te ly  addressed the issue of 
Black females who constitu te  2% o f the United States' academic women. 
Their scarc ity  in numbers, however, does not negate the duty of the  
in te l le c tu a l  communities to id e n t i fy  and understand them.
I t  has been l i t t l e  over 20 years since society has accepted the  
fa c t  th a t  what women say about th e i r  l iv e s  is  important. Given th is  
short amount of t im e, i t  is  understandable th a t  "the experiences, 
contributions and ideas of Black women are v i r t u a l ly  in v is ib le  in a l l  
d is c ip l in e s ."  And to  fu r th e r  compound the problem th e i r  achievements 
"often receive secondary prominence in both Afro-American and women's 
studies" (Simeone, 1987, p. 70) .
Even when research on Black women is  undertaken, they are often
F  "  "
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described in lim ited  and sometimes inaccurate ways. Q u a lita t ive  
research such as th is  study can be helpful in providing meaningful, 
c le a r ,  and relevant information about th is  v i r t u a l ly  in v is ib le  group. 
Research designed and conducted by Black women increases the p o s s ib i l i ty  
th a t  t ru th fu l  sharing and accurate in te rp re ta t io n  o f data w i l l  occur.
The purpose of research is to rigorously seek answers to a problem or 
issue and to  share those answers with others and perhaps is  the reason 
why these women chose to  p a r t ic ip a te  in th is  endeavor.
The respondents in th is  research understood the need to create a 
f u l l e r  and more accurate body of knowledge on Black female 
adm in istra tors . As educators, these women have commited t h e i r  l iv e s  to  
the process of learn ing . Learning requires a change in both a tt i tu d es  
and behaviors. And as Grant (1988) has noted, "we only teach that which 
we had to learn" (p . 2 8 ) .  The adm inistrators in th is  study have learned 
a great dea l,  and so too has the researcher. All o f these women agreed 
to  share th e i r  experiences in the hope th a t  others might b en efit  from 
t h e i r  lea rn ing . They re a l iz e  th a t i f  Black women do not contribute to  
scholarship, White, male dominated, d is c ip l in es  w i l l  continue to  define  
acceptable research content and methodoloty. They may also understand 
th a t  White and Asian women share th is  problem, but th e i r  focus has 
p rim ari ly  involved t h e i r  own unique point of view.
Today, unlike ever before, the potentia l fo r  change spearheaded by 
Black women is greater than ever before . The past two decades have 
perhaps offered Black women more cause fo r  hope than despair. "One can 
only hope that in two decades hence, th is  potentia l [ fo r  change] w i l l
r
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have been realized" (Simeone, 1987, p. 144).
Black women of the fu ture  can be excited by the p o s s ib i l i ty  of 
making a small but important step towards changing the balance of power 
in academia. All women, no matter what th e i r  ethnic background, should 
be aware that curren t ly  they occupy a very small percentage o f a l l  
administrative positions in higher education. I t  is  conceivable that at 
some point in the fu tu re ,  women in general and Black women in p a r t icu la r  
w il l  be in enough decision making positions in academic communities to  
change th e ir  research, h i r in g ,  and promotion patterns .
r
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Appendix A




The presence of Black female administrators in higher education has 
grown over the past two decades. Despite th is  increase, however, th e i r  
numbers continue to be small. In ad d it io n , there  has been r e la t iv e ly  
l i t t l e  a tten tio n  in the l i t e r a t u r e  regarding Black females in higher 
education.
As a Black female and doctoral candidate at the University  of San 
Diego, I have chosen the area of Black female administrators in higher 
education fo r  my d is s e r ta t io n .  I hope th a t  the information gleaned from 
th is  research w i l l  not only add to the l im ited  body of knowledge, but 
w i l l  also provide successful s tra teg ies  fo r  career advancement to  be 
used by Black and other m inority  females who seek to hold high level  
adm in is tra tive  positions in higher education.
To complete th is  in ves tig a tio n , I need your assistance. You have 
been re ferred  to  me because of your potentia l to  contribute to th is  
study. I would g reat ly  appreciate an opportunity to provide you a 
complete explanation of my research and to secure your p a r t ic ip a t io n  in 
th is  study. I w i l l  contact you by phone to discuss th is  p o s s ib i l i ty .
Sincerely yours,
P a tr ic ia  A. Harvard, M. Ed.
r .....
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
221
Appendix B
Interview  Questions fo r  Black Female Administrators  
In Higher Education
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
222
Appendix B
Directions: There is  no r ig h t or wrong answer.
1. S tarting  with your current p o s it io n , t e l l  me how you got
there .
2. Tell me about the ro le  th a t  p o l i t ic s  has or has not played in
the acquis ition  of your adm in istrative  p o s it io n .
3. Describe some spec if ic  s tra teg ies  you would suggest fo r
increasing the p a r t ic ip a t io n  of Black females in higher education.
4. I f  you have been affected by e ith e r  sexism or racism in your 
career development, t e l l  me how you successfully overcame these 
obstacles.
5. How important is  having a competitive s p i r i t  to your career 
advancement?
6. Do you believe th a t r isk  taking was paramount to  your success? 
I f  so, in what respect?
7. How would you define lo y a lty  to the organization?
8. Describe how you derive power from your pos it ion .
9. How has your a b i l i t y  to accomplish more and decide fa s te r  than
your peers figured in your career success, i f  a t a l l?
10. How much does making a contribution to society contribute to
your fee lin g  of success in your career?
F
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Appendix C
Please complete the following questions.
1. O f f ic ia l  Position T i t l e  _____________
a. Date o f appointment _____________
b. Number of years in th is  position _________
2. Status of employing in s t i tu t io n :  ______________
a. P rivate  ______
b. Public ______
3. Type of employing in s t i tu t io n :
a. Community College ______
b. University________ ______
c. Four year college ______
4. Size of employing in s t i tu t io n :
Less than 1,000   10,000 -  12,000
1,000 -  3,999 ______  13,000 -  15,999
4.000 -  6,999   16,000 -  18,999 ___
7.000 -  9,999   19,000 -  above ___
5. Age
(21-29) ______  (30-39) ______  (40-49)
(50-59) ______  (60+) ______




M a s te r 's   Other (please specify)
r
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
225
7. Present salary range:
$29,000 or u n d er  $45,000 -  49,000
$30,000 -  34,000 ______  $50,000 -  54,000
$35,000 -  39,000   $55,000 -  59,000
$40,000 -  44,000 ______  $60,000 -  over
8. Type of in s t i tu t io n  where education was completed: 
Undergraduate Degree: Year completed ________
Predominantly White in s t i tu t io n  _______
Predominantly Black in s t i tu t io n  ________
Master's: Year completed ________
Predominantly White in s t i tu t io n  ________
Predominantly Black in s t i tu t io n  ________
Doctoral: Year completed ________
Predominantly White in s t i tu t io n  ________
Predominantly Black in s t i tu t io n  ________
9. Please l i s t  t i t l e s  and dates o f a l l  other adm in istra tive  
positions you have held.
T i t l e  Dates
1. ____________________________________
2 .   ______________
3. ________________________________ _______________________
4.
r ~ ......................................................... ‘ ' ..
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Appendix D
I  have heard the explanation o f  th is  study and understand that my 
p a rt ic ip a t io n  is  e n t i r e ly  voluntary.
I t  is  understood th a t  my answers w i l l  be held in s t r i c t  confidence 
and th a t  my name w i l l  never be p u b lic ly  associated with the study 
without my spec if ic  w r it ten  consent.
I understand that the interviews w i l l  be tape recorded, and give my 
permission to  P a tr ic ia  A. Harvard to  use d ire c t  quotations.
I f  excerpts from my in terv iew  are included in the d is se r ta t io n ,  any 
publica tion , or in any discussion of th is  research, a l l  id en tify in g  
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TO: All P a rt ic ip a t in g  Administrators
FROM: P a tr ic ia  A. Harvard
1445 Hunsaker Street  
Oceanside, CA 92054
SUBJECT: Doctoral D issertation
Dear:
I  am now in the process of w r it in g  the f in a l  chapter o f  my d isserta t io n  
on the successful adm in istra tive  behaviors of Black Females in higher 
education.
Because th is  research is  of a q u a l i ta t iv e  nature , va l id a t io n  o f the  
findings should come from the p a r t ic ip a n ts .  Once again I  need your 
help.
Please f ind  enclosed a l i s t  o f 20 s tra teg ies  taken from interviews with  
19 administrators residing in C a l i fo rn ia .  Rank the 20 s tra teg ies  in  
order of th e i r  importance to  you. In a d d it io n , ind ica te  whether you 
agree or disagree with the statement.
I t  is  important th a t I receive your response p r io r  to September 15, 
1987. Therefore, I have included a self-addressed stamped envelope fo r  
the prompt return of th is  data .
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Appendix F
Directions: Please rank the id e n t i f ie d  20 s tra teg ies  in order of th e ir
importance to your career advancement. I f  you disagree with the  
statement, please expla in .
Order of
______________ Strategies____________________ Disagree Agree Importance
1. Obtain a broad base of experience 
to include budgeting, f inanc ia l  
management and communications 
s k i l l .
2. Obtain a doctoral degree.
3. Take on additional assignments and 
committee work to increase one's 
v i s i b i l i t y  on campus.
4. Find a mentor who can assist in 
one's career development.
5. Begin early  to plan fo r  an 
adm inistrative career.
6. Dress appropriate ly , according to  
the organizational c u ltu re .
7. Bo w i l l in g  to take r is k .
P  "
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Order of
______________Strategies____________________ Disagree Agree Importance
8 . Learn to  deal p o s it ive ly  with  
racism and sexism.
9. Be aware of organizational 
p o l i t ic s .
10. E ffe c t iv e ly  u t i l i z e  your power.
11. Empower others.
12. Gain interpersonal s k i l l s .
13. Gain information processing s k i l l s .
14. Gain decision-making s k i l l s .
15. Be goal d irec ted .
16. Frequently evaluate yourse lf  and 
commit to  excellence.
17. Begin to network, u t i l i z e  national 
and professional organizations.
18. Become competitive in terms of 
s k i l l s .
19. Give yourse lf  opportunities and 
options.
20. Recognize and share the values and symbols o f the in s t i t u t io n .
r  ~ ~
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Below, please include any s tra teg ies  not l is te d  above th a t you feel 
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